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ABSTRACT 
Repatriates and their employers largely underestimate the many facets of the repatriation 
career adjustment process. Findings from previous empirical studies show the variety of 
repatriation career adjustment experiences and their consequences for individuals returning to 
their home countries after foreign study and work experiences. There is a dearth of research that 
has documented the in-depth re-entry experiences of Pakistani repatriates. So, there is a genuine 
need to explore how these repatriating engineering PhDs experience their re-adjustment to their 
work roles in Pakistan.  Basic qualitative research methodology is used to capture the post-return 
career adjustment experiences of 12 Pakistani Ph.D. recipients in engineering disciplines who 
expatriated to U.S. for higher education and then repatriated to Pakistan. A set of in-depth 
interviews and document reviews captured the details of their re-entry experiences to the work 
environment in public sector universities. Their individual stories laid out the challenges, 
surprises and good experiences at work and in overall life. ATLAS ti8 was used for the 
qualitative data analysis and to compile the detailed findings into themes and sub-themes.   The 
analysis resulted in four themes, which presented participants’ collective understanding of their 
repatriation and workplace readjustment experiences. Ph.D. scholars were surprised by the U.S. 
education, and reintegrating back to the Pakistani academic environment was quite a challenge. 
Circumventing administrative challenges was often the only choice, and participants needed to 
adjust their ways of thinking in order to cope up and thrive.  The repatriation adjustment became 
a significant issue for them while dealing with many transitions in life and career. There is a need 
to plan and implement human resource development initiatives and provisions for effective 
repatriation and smooth career adjustment.   
Keywords: Repatriation Adjustment, Career, Engineering Ph.D. Recipients, Pakistan  
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Background of the Study 
Global mobility is an exciting phenomenon where individuals with higher human capital 
move across the world and experience new things (Ong, 2006). Moving across countries enriches 
the individuals’ experiences, but it comes at some cost of cross-cultural adjustments where 
individuals have to navigate other cultures and sometimes need to re-navigate their own culture 
upon return to the home country (Dowling & Welch, 2005; Lazarova, 2015). Repatriation is the 
process where individuals return to their home country after spending some time in other 
countries for variety of reasons. With their changed worldviews, repatriates face reverse cultural 
shocks and many challenges while integrating to the work cultures (Szkudlarek, 2010). 
Repatriation to one’s home country after an extended stay abroad is mostly underestimated by 
individuals and their organizations that makes it more challenging.    
I want to mention a few noteworthy encounters that surprised me how repatriation is so 
challenging. I used to work as a faculty member in an institute where many new faculty members 
had rejoined the service after completing their masters in engineering from different European 
countries. A repatriated faculty member from Sweden was looking for a family residence, and he 
inquired about leasing a furnished apartment, that is not the common practice in Pakistan. Most 
colleagues laughed at him that he had forgotten everything about Pakistan after spending two 
years abroad. People used to make fun of him and many other repatriates on forgetting these 
simple customs and practices.  
Another faculty member rejoined the institute who had teaching experience of five years 
before expatriating for a Ph.D. This senior faculty member had high aims because of his past 
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service and new qualification. He started having a tough time with his head of the department 
and other administrative units. He could not adjust in that work environment and left the country 
for a teaching position in the Middle East. He was so upset that he paid back the grant to the 
government that had been spent for his partial academic support.  Repatriates, who join 
academia, enrich students’ educational experiences with their exposure and new pedagogies.  
Sometimes, new teaching and research practices are not encouraged in the current system of 
instruction. A faculty member had a hard time justifying open book final exam. Many repatriated 
faculty members also observed criticism on trying new teaching practices that were against the 
academic culture and routine processes.   
My recent study (Tahir, 2017) focused U.S. alumnus with Science, Technology, 
Engineering and Mathematics (STEM) doctorates, who shared their experiences of adjustment to 
work and overall life of Pakistan. After finishing their doctoral programs from the U.S., they 
were eager to utilize their research potential by working on some local problems but lack of 
organization support, delayed administrative processes, and scarcity of resources disturbed them. 
They used to compare local work practices with the U.S. and miss that work culture and 
resources. Their new human capital inspired them to pursue high-quality research where they can 
achieve career success and prove themselves, but their poor adjustment experiences triggered 
them to pursue career opportunities in other organizations. These work challenges impacted their 
adjustment in general life as they were struggling to readjust in local culture and routine with no 
organization assistance (Tahir, 2017).    
Unstable political and economic situation in the home country also drives STEM 
professionals to find opportunities in other countries (Wei, 2013). It is quite evident in the case 
of Pakistan where lack of policies and policy execution has caused a brain drain from Pakistan 
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(Asrar-ul-Haq, 2015). Pakistan observed inconsistent policies, fluctuating law and order situation 
that creates anxiety among repatriating faculty members. Recently, Higher Education 
Commission (HEC) of Pakistan has also been found dysfunctional as it failed to place hundreds 
of repatriated Ph.D. recipients timely (APP, 2017). Overall, the external environment is different 
for repatriates than their host foreign countries where Pakistan still lacks in infrastructure, quality 
of life and career opportunities. 
These experiences and challenges have provoked my interest in this pressing issue of 
repatriation adjustment from a Pakistani perspective. Pakistan is in need of human capital 
especially in STEM fields to fuel its economic growth. Government and many other funding 
agencies have invested a lot in the development of Pakistani citizens in the STEM fields 
including engineering disciplines (HEC, 2011). Specialized education and training from foreign 
countries ensure capacity building for the country where these repatriated professionals advance 
the higher education and research institutions and prepare the next generation of professionals. 
Their repatriation adjustment is the first step of this long-term process. Many research studies 
also showed, if repatriates are adjusted well in work and life with organization support (Birur, & 
Muthiah, 2013; Valk, Velde, Engen, & Szkudlarek, 2013), then reaping the benefits from this 
human capital investment at individual, organizational and national level will be easy (Pritchard, 
2011).  
Need for the Study 
Globalization has significantly impacted our world, where flow of resources like 
knowledge, humans, products, and services have increased phenomenally (Hill, 2011) with 
“transnational and transcultural integration of human and non-human activities” (Al-Rodhan & 
Stoudmann, 2006, p.2). Now, people are more mobile, and it is becoming common that people 
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across the world spend some time of their life in other countries for different purposes (Black, 
Gregersen, Mendenhal & Stroh, 1999). Global mobility is an exciting phenomenon where 
individuals with higher human capital can move across the world and experience new things 
(Ong, 2006). Repatriation to home country after an extended period of stay abroad is mostly 
underestimated by individuals and their organizations, resulting in higher turnover of repatriates 
relative to other employees (Vidal, Valle & Aragon, 2007).  Repatriation to one’s home country 
entailed mostly negative experiences of challenges, changed worldviews and distress (Gaw, 
2000; Shen & Hall, 2009) but research on the repatriation from the Western to the Eastern 
countries shared few exceptions where repatriates from different Asian countries showed 
significantly positive experiences upon return (Pritchard, 2011; Tharenou & Caulfield, 2010; 
Valk et al., 2013). These positive experiences are reported because of high cultural distance 
between host and home countries, emerging home economies with economic prospects and a 
great social support system because of collectivist national values.  
International students are important players of global mobility who expatriate for higher 
education pursuits (Szkudlarek, 2010). International students’ mobility at the tertiary level has 
doubled to four million from 2000-2012, and the number of Ph.D. students has also doubled in 
this same period (UNESCO, 2017). Like studies on corporate expatriation, most researchers have 
focused on students’ expatriation, mobility drivers, and adjustment to the new culture, offering 
less attention to their repatriation process (Bossard & Peterson, 2005; Presbitero, 2013). Gaw 
(2000) reported psychological distress among U.S. exchange students who returned to the U.S. 
after studying abroad. Reverse cultural shock stood out as a key factor among the Cypriot 
students who repatriated to Cyprus and found the readjustment process challenging because of 
their internal changes and external environment changes (Thompson & Christofi, 2006). In a 
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qualitative study, Pritchard (2011) found that returning graduates from the Western to the 
Eastern countries suffered from sociopolitical differences during their re-acculturation processes. 
James (2018) also found among Sri Lankan academic repatriates who had significantly higher 
intention to leave their employer universities because of low person-organization fit relative to 
their local colleagues. A research study of Indian information technology repatriates confirmed 
that perceived organization support during pre-repatriation and post-repatriation phases lowered 
their intention to leave their organizations (Birur & Mutiah, 2013).  Findings from multiple 
empirical research studies highlighted the variety of repatriation adjustment experiences and 
their consequences for international students returning to their home countries after foreign study 
and work experiences.     
STEM graduates are in high demand around the world. Ph.D. recipients in STEM fields 
are the leading source of innovation for most countries who want to achieve and maintain 
competitive advantage (Saxanian, 2007). Now, many developing and emerging economies are 
successful in bringing their highly talented citizens as well as attracting foreign professionals 
from the world to fuel the innovation in their countries (Han, Stocking, Gebbie, & Appelbaum, 
2015). So, brain gain initiatives are on the rise, where highly skilled STEM professionals are 
coming home to enhance the local capacity (Tung & Lazarova, 2007). Many emerging 
economies are also sending their citizens for foreign education and training in STEM areas. The 
government of Pakistan also pursued a higher education reform where many Pakistani citizens 
are sponsored for foreign education and training, so that they can transform the local higher 
education, research, and development capacity upon return to Pakistan (Hathaway, 2005; HEC, 
2011). Their adjustment to the home country is the first step that ensures achieving the objectives 
of their contributions towards their careers, organizations, and country (Pritchard, 2011).  
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Context of Pakistani Repatriates 
 In the last two decades, globalization, advances in technology and changing 
demographics have transformed our world (Merriam, Caffarella, & Baumgartner, 2007). Like 
corporate organizations, educational institutions and specifically higher education providers are 
highly affected by these dramatic changes of external environment (Bui & Baruch, 2011). 
Education has been the key to stay competitive and innovative in the world. National level policy 
initiatives became the norm to develop the human resources and to enhance the individual 
capacity. United Nations also emphasized the human resource development (HRD) through 
universal primary education, employable skills acquisition and preparation for the global 
workforce (United Nations, 2013).  These HRD initiatives at national level and supranational 
level ensure the sustainable economic, social and environmental development. 
In my view, Pakistan is making every effort to overcome challenges and modernize its 
educational system. The government of Pakistan initiated many policy reforms to enhance the 
education levels of the country at the start of this century (Hathway, 2005). The most significant 
reform was to replace the now-defunct University Grants Commission (UGC) with Higher 
Education Commission (HEC) in 2002 to transform and promote higher education in Pakistan. 
The emphasis of HEC (2011) is: “Conversion of knowledge into a socio-economic enterprise 
that should transform the marketplace, the quality of its processes and products and the 
productivity of our human resource” (p. 8). 
As a federally chartered body to regulate the higher education, the HEC funded hundreds 
of projects for enhancing the quality of education and expanding the infrastructure of the 
universities. Faculty development was the key strategy initiated by HEC to ensure the capacity 
building and establish a knowledge-based economy. Over the years, thousands of faculty 
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members and fresh graduates have been sent abroad for postgraduate level education, mostly in 
STEM areas. HEC built the strategic partnerships with foreign universities and encouraged local 
universities to start a collaboration with foreign universities. HEC also offered scholarships to 
start postgraduate education indigenously (Hathaway, 2005). It is a common practice in 
developing countries to send talented people abroad for education and technical training so that 
they can learn modern knowledge and help their country upon return (Jacob & Meek, 2013). The 
scholars sent abroad are expected to serve back their home country as a return on the investment 
that was done on their education. A legal contract is one of the binding tools; the organizations 
use to reduce the attrition rates and decrease the turnover of the expatriates who are highly 
invested (Dowling & Welch, 2005). 
According to the HEC strategic plans (2011), these foreign trained graduates will lead the 
research and teaching in higher education and research institutes. Universities develop the future 
workforce, and in this globalized, dynamic and highly interdependent world, faculty with foreign 
training and exposure can add more value to learners’ education experiences by expanding their 
horizons. In their career, faculty members have the opportunity to develop a great number of 
students. So, their experience and exposure impact the society at large. Better higher education 
value chain has a strong impact on country’s economic development.  As a populous country, 
Pakistan has the potential to develop people for global employability (Asrar-ul-Haq, 2015). 
These foreign trained graduates in STEM fields also contribute solving local problems with their 
research and global research network that they build over the course of their foreign training 
(Jacob & Meek, 2013).  
HEC is doing a good job in meeting its goals, but inconsistent government policies and 
the lack of continued support hinder this transformative process (Bhandari & Blumenthal, 2010; 
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Hayward, 2010). HEC is expanding the tertiary education reach by increasing enrollments, 
adding resources to current facilities and starting new facilities. Budgetary cuts and different 
administrative delays bring uncertainty and anxiety in all stakeholders including the university 
faculty. The repatriating Ph.D. recipients who joined faculty positions are reporting 
underutilization, and it is hard to get grants and adequate facilities to continue the research that 
they left in the host country (APP, 2017). Faculty members in STEM fields are mostly affected, 
who need more resources like up-to-date laboratories and enough funds to continue their 
research journey and create innovation value. Fluctuating geopolitical situations (Asrar-ul-Haq, 
2015) and rising of new regional powerhouses like the Middle East, China, Malaysia and many 
other countries pull these newly qualified faculty members to leave the country for better 
opportunities (Knight, 2011).         
Problem Statement 
Every year, hundreds of Pakistani faculty members and experienced professionals are 
sponsored for postgraduate study abroad, and they are returning to Pakistan after obtaining their 
degrees. The proposed research explored the adjustment experiences of Pakistani engineering 
graduates who returned to Pakistan after completing the postgraduate studies from the U.S. The 
repatriation adjustment experiences are rarely seen from the West to the East repatriation 
perspective, where the Eastern-origin repatriates re-adjust to their home countries after an 
extended stay in the Western countries (Birur & Mutiah, 2013; Pritchard, 2011). Majority of the 
repatriation studies are conducted through a Western-centric lens (Presbitero, 2013; Vidal et al., 
2007) and sampled the Western students returning from their study abroad assignments (Gaw, 
2000). Hundreds of Pakistani engineering Ph.D. holders have been returned in recent years, who 
are reporting mixed readjustment experiences in their accounts, social media, and local press. 
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There is a dearth of exploratory research that has documented the in-depth re-entry experiences 
of Pakistani repatriates. So, there is a genuine need to explore, how these repatriating 
engineering PhDs experience their re-adjustment to their work roles and general life of Pakistan.   
Pakistani repatriates used to spend approximately five years in the U.S. for their Ph.D. 
where they experienced the different academic culture, infrastructure, resources, collaborations, 
and lifestyle. Their cultural and professional identities are transformed with broader perspectives 
and a different frame of reference (Sussman, 2000). Past emperical studies es on academic 
repatriates confirmed that international students tuned to the host culture and used to have some 
difficulty adapting to their local culture and work settings (Arthur, 2003). In-depth accounts of 
Pakistani engineering repatriates’ adjustment add to current repatriation knowledge. To initiate 
the research on the emerging population of Pakistani engineering PhDs and to document their 
repatriation stories, qualitative research design can greatly serve the research purpose.     
 A review of the repatriation literature (Szkudlarek, 2010) covering all types of repatriates 
asserted that repatriation process is under-researched, and its challenges are under-estimated.  
Smooth repatriation adjustment is possible by capitalizing on training and development, career 
management and organization development (Greer & Stiles, 2016; Nery-Kjerfve & McLean, 
2012). So, this research explored, how repatriates went through any training and development 
initiatives. This research helped in discovering, how repatriates manage individual changes and 
experience any organization development efforts. From their stories, this research sought, how 
they navigated their careers upon return and what are their career prospects. This research is 
concluding with the themes of engineering graduates’ repatriation experiences in Pakistan and 
provides possible explanations.  
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Research Question 
Repatriation adjustment experiences of Pakistani repatriates with engineering Ph.D. 
degrees is a unique, multifaceted and complex phenomenon that is in line with qualitative 
research design. Qualitative research helps us getting depth in our understanding of people's 
subjective experiences and the meanings they attach to events in the world they live (Merriam, 
2009). 
  The primary research question of this study is: How does the post return experience look 
like for Pakistani citizens who completed their Engineering PhDs in United States? This study 
presented the description of qualitative data to repatriating individuals, their organizations, 
scholars, and practitioners, so they can better understand the adjustment process and plan their 
role accordingly.    
Significance of the Problem 
This research on Pakistani repatriates’ adjustment experiences is needed as it is paving 
the way in this emerging repatriation research area. Developing countries use policy reforms to 
send their talented citizens abroad for higher education to strengthen internal capacity building, 
economic development and overcoming regional disparity (Jacob & Meek, 2013). Pakistan also 
had this policy to select the talented human resource for higher education abroad. HRD is in 
evolving stage in Pakistan, and the country is going through a lot of policy reforms (Asrar-ul-
Haq, 2015). This new wave of expatriation and repatriation of government and other 
organizations-funded Pakistanis is a recent phenomenon that needs attention to create knowledge 
about their re-entry experiences. In their effort to define HRD at the global level, McLean and 
McLean (2001) also emphasized to conduct HRD-related research in other countries and on 
under-researched populations.  
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Most of the research in international human resource development (IHRD) focuses on the 
expatriate development, and it hardly deals with the development needs of people returning to 
their home countries. Additionally, most available literature is from research studies conducted 
in multinational organizations from the Western countries (Pritchard, 2011). Organization-
assigned expatriation is rarely seen from the Eastern countries. So, this research contributes to 
IHRD literature with some findings from the perspectives of developing countries as well as 
from the academic repatriates. Research findings of this qualitative study is making a case, how 
did Pakistani repatriates re-integrate to their work and general life. Learning from the 
experiences of U.S. repatriated Pakistani engineering PhDs may benefit future repatriates, their 
employers, scholars, and practitioners.   
Conceptual Framework 
 The conceptual framework of this research illustrates, how repatriates navigate their re-
entry and adjust back to the work and general routines of their home country.  Research 
participants spent a significant number of years in the U.S. for their Ph.D. where they had 
different work and general life experiences. They were tuned to a different culture and work 
environment. With their new experiences and added human capital of an engineering Ph.D., they 
form the expectations to be treated well upon repatriation. After an extended stay in a developed 
country and acculturation to host culture, repatriates experience transformation in their cultural 
identities (Sussman, 2000). With a lot of inexpensive and ubiquitous communication channels, 
these Ph.D. scholars connect well with their family, friends, and people in employer 
organizations.  
 After a pre-repatriation stage, framework lays out, how repatriates navigate work and life 
upon repatriation to their home country. This stage comes with euphoria like the case of 
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expatriation where they are excited initially but start encountering reverse cultural shock 
(Gullahorn & Gullahorn, 1963). It took different time periods for adjustment of repatriates 
depending upon their pre-repatriation preparations, and post-repatriation circumstances. 
Successful repatriation starts yielding different outcomes at the individual, organizational and 
national level.  Organization support role is also highlighted as a mediator to all elements of the 
adjustment process. 
This research is grounded in career ecosystem theory that portrays labor market at a 
global level with multi-directional talent flow and identifies dynamics of multiple stakeholders in 
this ecosystem (Baruch & Altman, 2016). This theory is built on commonly held market 
principles with considerable attention to globalization, access to information, ever-changing 
external environment, and increased interdependencies (Baruch, Altman, & Tung, 2016). Career 
mobility across the borders is becoming common, where talented people have the global mobility 
opportunities to pursue career prospects and lifestyle options (Ong, 2006).  Globalization and its 
subsequent developments brought phenomenal growth to self-initiated expatriation and 
boundaryless careers, where individuals are pursuing their self-interest (Lazarova & Cerdin, 
2007). Career ecosystem theory embedded the role of human capital development, how 
individuals gain their intellectual and social capital and enhance their employability at a global 
level (Baruch, 2015). Career ecosystem theory explains, how these engineering PhDs perceive 























Figure 1: Conceptual Framework of Repatriation Adjustment. This figure illustrates the pre-
repatriation experiences, repatriation adjustment process and its outcomes, grounded in career 
ecosystem theory and repatriation adjustment framework. Adapted from Baruch & Altman (2016); 
Lazarova & Cerdin (2007); Sussman (2000). 
 
This research is also guided by repatriation adjustment framework of Lazarova and 
Cerdin (2007), where they classified all past research in the traditional perspective and extend 
the repatriation research boundaries from repatriation retention to career dynamics. Lazarova and 
Cerdin (2007) added emerging perspective, comprising of environmental context and individual 
context. Environmental context captures the dynamic external environment that poses different 
scenarios at company, national and global level. Alternative employment opportunities emerge 
for individuals in the host country, home country and at the global level. Expatriation offers 
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asserted that repatriates have more employability and they make rational choices to work where 
their skills are valued. Individual context covers the demographics and career-related motivations 
of repatriates. Success from expatriation experiences at individual level depends upon the 
meeting of one’s objectives like utilization of enriched knowledge, competencies and career 
benefits like recognition, promotion, and higher compensation. Repatriates can find these career 
benefits in any organization and country that is looking for specific human capital in their 
respective engineering expertise (Lazarova, 2015).    
Limitations of the Study 
This study is conducted by using qualitative research methods. So, generalizability is 
limited to a specific group and cannot be generalized to all repatriates or Pakistani repatriates. I 
also had good experience of Pakistani higher education being a student and then as a lecturer. 
My thorough understanding of context, where these repatriates are working and my interactions 
with some of these repatriates during their study period may add bias. This bias may affect my 
perceptions and subsequent interpretation of research data. I offer a detailed description of my 
views in personal history, and I explained research procedure and participants’ role to them to 
avoid the bias. Validation strategy of member checking also ensures the trustworthiness of data.  
I conducted interviews in the English language with this fact that they spent many years 
in the USA. They communicated extensively in the English language in spoken and written 
forms. English is the medium of instruction for most Pakistani higher education institutes. There 
may be chances that they cannot express themselves while English is used during the interviews. 
I overcame this by communicating with them early and preparing them to switch from their 
native language for this conversation. I built the flow of communication in the English language 
with some informal conversations before the interview.     
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Definition of the Terms 
Home country: The country where one was born and raised. One had the citizenship of that 
country and spent most of one’s life there.   
Host country: The country where one move from one’s home country for any purpose or any 
period.  
International Student: Individual who is moving and pursuing higher education in another 
country than one’s home country.  
STEM: This is an acronym for Science, Technology, Engineering, and Mathematics. It becomes 
a famous policy term as many institutions are pursuing STEM policies.   
Expatriation: This process of leaving one’s home country for any purpose or time (to live, work, 
leisure, and study abroad) is called expatriation (Sussman, 2000). 
Repatriation: Expatriation cycle ends up on repatriation where individuals return to home 
















 The purpose of this study is to explore the adjustment experiences of returning Ph.D. 
recipients to Pakistan. This chapter is laying out the previous research into different subsections. 
I started laying out the repatriation adjustment process with key factors of pre-repartition phase, 
repatriation process, and its outcomes. Organization support role is also highlighted as a 
mediator to all elements of the adjustment process. I already presented career ecosystem theory 
in theoretical framework that helps to understand the complex and multifaceted repatriation 
phenomenon.  In the last section, three models of repatriation adjustment are synthesized. These 
are comprehensive models that cover most of the known factors of repatriation adjustment, and 
this research is grounded in repatriation adjustment framework.  
Pre-Repatriation Adjustment Process 
Expatriation Experiences. Expatriation experiences start from the first day when 
individual enter the host country (Arthur, 2003). If the expatriates adjust well to host culture, 
then there is a high possibility of managing good repatriation. (Szkudlarek, 2010). It has been 
theorized; if expatriate adjusts well and develops intercultural skills, one can use these skills 
upon repatriation to reintegrate into home culture (Arman, 2009). Arthur (2003) explained it 
another way that expatriates are well prepared for this transition as well as the people in the host 
culture. Host organization and people welcome expatriates and tolerate them for their better 
adjustment. This may be the start of good experiences that helps expatriates to integrate deeper 
into host society. This situation also becomes a major pull factor for international students to stay 
in host country after completing their degree.   
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Expatriates try to better assimilate in the host culture. Many of them build embeddedness 
to their local host communities (Kraimer, Shaffer, Harrison, & Ren, 2012). This community 
embeddedness broadens their experiences. This deeper adjustment in host culture makes it harder 
for expatriates to readjust to home culture upon return (Stroh, Gregersen, & Black, 2000). 
Research results showed that career decisions of international engineering graduates in the U.S. 
are mainly based upon their academic experiences like the interaction with a supervisor, research 
environment, grants, and career prospects (Han et al., 2015). Another set of research studies 
brought a different dimension where Indian, Chinese, Sri Lankan, and Taiwanese repatriates with 
greater cultural distance from the host countries showed mixed expatriation experiences. These 
Asian repatriates were glad to repatriate and adjusted well to home countries (Pritchard, 2013; 
Tharenou & Caulfield, 2010; Valk et al. 2013). So, expatriation experiences in different contexts 
greatly contribute to the repatriation adjustment process.   
Repatriate Expectations. This is common that repatriates start making their expectations 
before re-entry to the home country. Their expectations resulted in different outcomes when they 
entered repatriation adjustment process where realities meet expectations (Arman, 2009). 
Repatriates have higher expectations of recognition for their work contributions and utilization of 
new skills. They plan for a better job position that not only fulfills their career aspirations but 
also utilize their newly acquired competencies (Lazarova. 2015). They seek more responsibility, 
clarity, autonomy, and discretion in their newly assigned work roles because of their valuable 
foreign training and exposure (Black, Gregersen, Mendenhall & Stroh, 1999). Repatriates expect 
that their colleagues show interest in their experiences, but most of the time, the situation is 
different. Repatriates also think that they are the same person like before expatriation who can 
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easily resume interactions with friends, family and social circles from the point where they left 
(Dickman & Baruch, 2011).  
  Repatriates used to from these higher expectations because of added human capital, and 
new experiences. They are tuned to new behavioral routines and develop mental maps 
accordingly (Stroh, Black, Mendenhall & Gregersen, 2005). They used to expect same or better 
lifestyle and career opportunities. These expectations are caused of lack of a complete and 
accurate picture of country and work situations. They used to be busy in routine life of host 
country, and extended stay also depletes the images of home country (Andreason & Kineer, 
2005). For home organizations, they may be out of sight, out of mind. Their positions are filled, 
and organization rarely plan for their placement and career. So, when repatriates are back, their 
higher expectations meet with different ground realities during their adjustment process (Black & 
Gregersen, 1999).    
Changes in Cultural Identity. Repatriates have many internal changes that become 
evident when challenged upon their return (Arthur, 2003). Most repatriates reported lost and 
altered identities (Sussman, 2002) because of extended stay abroad and adjustment to host 
cultures (Black et al., 1999). They worked hard to adjust to a new culture and adjusted to the new 
environment. Sussman (2000) presented cultural identity model that captures identity changes 
over the course of living abroad and upon return. With this theoretical basis, one can assume that 
repatriate went through major changes that reshaped their identities and values. The author 
proposed four types of identity transformations. Individuals shaped these identities after 
behavioral and social adaptions in host culture (Arthur, 2003) that becomes salient upon re-entry 
and during reintegration to home culture. During this process, repatriate may discover one’s 
values. According to Sussman (2002), this personal discovery is disturbing for many of them 
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who experienced subtractive identity (reporting weakened links to home-culture during a stay 
abroad) or additive identity (reporting development of strong links with host culture during their 
stay). Repatriates who maintained strong links with home country or managed strong links with 
home as well as host culture, adjust better.   
Cox (2004) conducted his research on a unique group of missionaries and also developed 
four patterns of cultural identity formation as home favored, host favored, integrated and 
disintegrated. Based on his model, his empirical research concluded that repatriates who have 
integrated and home favored cultural identities have easier re-integration as compared to host 
favored and disintegrated identities. In integrated identity, repatriates carry both identities of 
home and host culture and have the lowest distress upon re-entry. Cox (2004) model also 
confirmed that good adaption to host culture environment could ensure easier adjustment upon 
return. This model needs to be tested in other populations as missionaries have different 
objectives. Another study on Chinese repatriates by Tharenou & Caulfield (2010) added national 
cultural identity as a major factor that engages repatriates with the pride and social support 
system of a nation.  
Sussman (2010) refined her cultural identity model after her major research on Hong 
Kong repatriation movement. Sussman (2010) classified four identities that repatriates may carry 
during cross-cultural transitions. They are additive, subtractive, affirmative and global. Research 
results from Indian repatriates from Netherlands reported their affirmative cultural identity where 
most of 19 participants shared greater affiliation to India, low flexibility to adapt the Dutch 
culture and they were glad to return to India. Research results also explained, how collectivist 
and traditional national values cultivated this bond and offered them a lot of social support and 
recognition upon return (Valk et al., 2014).   
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Communication. Communication with people in the home country is an important factor 
while the individual is in a foreign country for an extended period (Black et al., 1999). They 
further classified communication in different forms of task-related communication, contacts with 
mentors/sponsors, past supervisors, friends, colleagues, and family. Cox (2004) offered an 
exhaustive list of communication possibilities including access to information of home country, 
its frequency, interaction with home country nationals in the host country, and home country 
visits. Advances in communication technologies made it very convenient to stay updated for 
affairs of the home country, organization and job market. Stroh et al. (2005) emphasized the need 
for consistent communication with the home country during the foreign stay to form a clear 
landscape of home country and organization. Expatriates can also share their ongoing 
experiences and changes with sponsors, mentors, family, and friends to prepare them also (Black 
& Gregersen, 1999). 
Evolving social media technologies transformed the communication across borders. It 
offers great platforms to stay updated all the time (L. O’Sullivan, 2013). Individuals and 
organizations can capitalize on social media technologies to help expatriates and repatriates in 
their cross-cultural transitions. Social media addresses the problems of limited communication 
that most repatriates report and now they have ubiquitous communication opportunities during 
their expatriation. L. O’Sullivan (2013) suggested that by using social media technologies, 
repatriates can connect with their support group, a community of practice and manage different 
aspects of their repatriation. With broader communication channels, expatriates will be more 
prepared to understand their repatriation process. Organizations can maintain communication 
loop with repatriates to help them during their pre-departure phase of repatriation. Organizations 
can offer them timely support, understand their needs, and connect them with all stakeholders. 
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Research results showed positive outcomes of communication and specifically in pre-repatriation 
phase for setting accurate expectations and smoother adjustment to home country and work 
environment (Cox, 2004).     
Repatriation Adjustment Process 
Repatriation adjustment process started before the return of the expatriates (Black, 
Gregersen & Mendenhall, 1992). Repatriates used to form expectations while experiencing other 
culture. They adjusted to that host culture and its routine life. Their cultural identity has changed 
over time. Level of communication with home country and its citizens predicts the preparedness 
of repatriate for the transition. In repatriation adjustment process, their expectations meet with 
the actual ground realities (Stroh et al., 1998).  
 
Figure 2: W-Curve model of Cross-Cultural Adjustment by Gullahorn & Gullahorn, (1963) 
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Repatriation adjustment process is best described by U-curve (Black & Mendenhall, 
1991) and W-curve (Gullahorn & Gullahorn, 1963) models of cross-cultural adjustment. This 
adjustment comes in four phases; (1) euorphia, excitement about going to a new environment 
like most travelers have; (2) culture shock or reverse culture shock, happened because of 
surprises that have mostly negative experiences; (3) acculturation, where individuals learn to 
adapt to changed environment; (4) stability, that happens after smooth acculturation. Culture 
shock and reverse culture shock are the most challenging phases and bring most of the issues 
(Dickman & Baruch, 2011; Szkudlarek, 2010). Reverse cultural shock is the main phase where 
repatriates start interacting with their general and work environment in home country. 
Within repatriation literature, international student mobility is the second most researched 
topic (Szkudlarek, 2010). They are unique in many ways (Arthur, 2003) and emerged as a 
leading source of global mobility. Seminal works on the repatriation was presented by Gullhorn 
and Gullhorn (1963) where they extended the “U” curve of cross-cultural adjustment to the “W” 
curve. Their research mainly discussed student experiences. Black and Mendenhall (1991) also 
revisited the U-curve, and they also noticed that most cross-cultural adjustment research is based 
on international students’ experiences.  Both frameworks are highly used to explain different 
phases of expatriation and repatriation adjustment (Szkudlarek, 2010).  
Reverse culture shock. Cultural shock is the feeling of surprise that expatriate 
encounters when one is exposed to different cultures, lifestyles, and work environments. Reverse 
cultural shock (RCS) is an emotional reaction to re-entry where one’s familiar symbols and cues 
of the environment are lost to the different environment of home country (Szkudlarek, 2010). 
Usually, companies prepare expatriates for this culture shock and expatriates also make up mind 
for these changes. On the other hand, the reverse culture shock is the combination of feelings that 
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expatriates manage upon return to one’s own country. Even though expatriates spent most of 
their lives in their home country, but over the course of their expatriation, they are accustomed to 
host culture, lifestyle, and habits. Most of the expatriates adjusted well to the host cultures but 
readjustment back to their home culture, family and organization are complex and traumatic 
(Nery-Kjerfve, & McLean, 2012).  
There are many other challenges during repatriation, but reverse cultural shock stood out 
because this is underestimated by human resource managers, line managers and colleagues. 
Dickman and Baruch (2011) differentiated RCS to three major changes. People change is the 
first major change where expatriates as well as people at home country change. Expatriates 
change to a great extent after living and working in the host country.  Expatriates have different 
responsibilities than their regular work roles at home (Bossard & Petersen, 2005). For corporate 
expatriates, they got major work with extended responsibilities that offer not only more 
autonomy but also more development opportunity. International graduate students in STEM 
fields have different work roles where they fully engage in research and teaching activities in the 
different academic environment (Han et al., 2015). Over the time, people also change at home. 
Some new employees joined the organization, and some old employees left. There is a possibility 
of culture change in the organization. Usually, expatriates have the same picture of the 
environment in their mind when they left the country, ignoring the fact of change in themselves 
as well as people at home (Stroh et al., 1998). 
Second major change causing reverse cultural change is related to changes in the 
organization from where one left for an international assignment. Due to different environmental 
pressures and opportunities, their employer organization as well as whole industry change over 
time (Stroh et al., 2000). Some strategic changes would happen that range from expansion to 
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acquisitions and mergers; infrastructural changes to new hiring and layoffs. These strategic 
changes could cause a great surprise to repatriates upon rejoining newer organizational 
environment. It is also obvious for academic expatriates that their employer institutions launched 
new degree programs, redesigned some old degree programs, and launched some research 
initiatives. There is a great possibility of change in management, organization structure, and 
culture. (Black et al., 1999). 
Culture change is another change that happens because of changes in expatriate and his 
home culture. Expatriate has enhanced exposure and learned some better ways of doing things. 
They have this perception that they can contribute newly acquired skills for affairs of 
organization (Stroh et al., 2005). Most of their former colleagues are not interested in their 
experiences and suggestions and sometimes humiliate them. Expatriates are disconnected from 
their own culture and face difficulty adapting to a changed organization culture (Dickman & 
Baruch, 2011). Research reported some common signs of reverse culture shock as loss of 
autonomy, loss of social status, loss of career track and undervaluation of international 
experience (Vidal et al., 2007).  
 Organizational Support and Social Support 
Organizational support is one of the leading factors that help in all phases of repatriation 
from pre-return to post-return adjustment (Arman, 2009). Survey results from 292 Indian I.T. 
managers confirmed the significant impact of organization support during and after repatriation 
towards a decrease in turnover intention (Birur & Muthiah, 2013). Organizations design many 
development programs for expatriation of individuals to destination countries. Organizations also 
offer a lot of support to help expatriates in their transition to host countries. These organizational 
support services also mediate the repatriation adjustment outcomes in many ways (Andreason & 
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Kinneer, 2005). Adequate organizational support can bring positive outcomes like increased 
commitment, low intention to leave the organization, and effective knowledge sharing 
(Lazarova, 2015).  Many organizations fail to address the development needs of repatriates upon 
return causing negative outcomes; turnover, lower commitment levels, reluctance in knowledge 
sharing and underperformance (Stroh et al., 1998).  
Organizations overlooked this complex repatriation process for different reasons 
(Bossard & Petersen, 2005). There is a burgeoning need for repatriation policies, but 
organization lacks the expertise and does not build the capacity to help their repatriating 
individuals. Organizations consider this process easy and put the burden on repatriates to reduce 
the cost of development initiatives (Arman, 2009). Most organizations work in denial phase 
based upon widely accepted rationales that repatriates are coming to their own home country 
where they lived most of their life. Secondly, they developed cross-cultural skills upon 
expatriation that will help them reintegrating to home country (Arthur, 2003). These rationales 
divert the organizations’ attention from the complexities of the repatriation phase of this global 
mobility phenomenon. Gorp, Boros, Bracke, and Stevens (2017) shared the insights from 121 
repatriates who reported emotional and social support from family and friends greatly help them 
in adjusting to home country.   
Career is a key concern for repatriates, and most anxiety lies around this (Lazarova, 
2015). Research study by Bolino (2007) concluded that repatriates mainly leave because of poor 
career management practices of organizations. So organizational support in placing repatriates in 
relevant positions is critical that values their added experience and offers some better prospects 
(McDonald & Arthur, 2005). Repatriates also start pursuing a boundaryless career as they are 
more aware and seek rational choices for personal objectives. Shen and Hall (2009) also 
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concluded that adjustment experiences significantly predict the career exploration, whether 
repatriates explore other career options and make the intention to leave.    
Repatriation Adjustment Outcomes 
Researcher presented the pre-repatriation factors and repatriation process mediated by the 
organizational support. It is evident that repatriation adjustment yields different outcomes 
depending upon adjustment experience of repatriates in this broader and dynamic environment. 
Successful repatriation is the desired outcome where one readjusts well to his home culture and 
work environment. Based upon their results, most of the research literature forewarned the 
problem of turnover (Shen & Hall, 2009) due to lack of organizational support (Nery-Kjerfve & 
McLean, 2012) and better opportunities elsewhere (Lazarova & Cerdin, 2007). Repatriation 
experiences form a new view of organization and help repatriates to decide to stay or leave 
(Hyder & Lovblad, 2007). So, it needs more attention to form strategies that enhance 
commitment and retention of repatriates in their organizations and home country.  
Depending upon international students’ length of stay, cultural distance, and motives, 
students face different challenges for their cross-cultural adjustment to their host country and 
home country upon repatriation (Gaw, 2000). Short term exchange and study abroad students are 
no exception, who also face difficulties upon return to the home country (Cantwell et al., 2013; 
Gaw, 2000). All of these challenges require different interventions for the effective adjustment of 
returning students. Szkudlarek (2010) emphasized to understand the returning individuals’ needs 
and plan accordingly for effective adjustment. Arman (2009) added the role of repatriates’ 
proactive behavior to understand their repatriation needs and preparing for subsequent 
adjustment in the home country and the workplace.  
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Arthur (2003) offered another explanation to international students’ adjustment and 
readjustment. International students are welcomed, and their receiving institutions have systems 
for their better cross-cultural adjustment. Students are also ready for different culture as well as 
locals also expect these challenges and become more tolerant to these newcomers in community. 
Real challenge lies upon their repatriation when graduating students and their support systems in 
home country are not ready to cope up this psychological challenge (Gaw, 2000). Rethinking this 
move from a physical relocation to a psychological shift is more appropriate. Arthur (2003) puts 
some responsibility on host institutions and countries to prepare returning graduates with 
psychoeducational trainings.  
When repatriation process goes smoothly, then repatriates performs better (Stroh et al., 
2000). Showing concern for their families’ repatriation and work for their adjustment also bring 
a spillover effect as good performance of the repatriates. Commitment is also necessary for 
higher level of repatriates’ productivity in terms of knowledge sharing and performance 
(Lazarova & Caligiuri, 2001). Stroh et al. (1998) concluded their survey-based research that met 
expectations bring positive outcomes like more commitment and intention to stay. If 
organizations exceed their expectations, repatriates offer higher belongingness to their 
organization.    
Lazarova and Cerdin (2007) also added that if all possible problems are considered and 
addressed timely, organizations can significantly reduce the turnover. Many researchers looked 
at this relationship and confirm this relationship. Birur and Muthiah, (2013) found that perceived 
organizational support during and after assignment increased the commitment and retention of 
Indian I.T repatriates. Issues of psychological distress have been discussed most of the time as 
immediate affective response of repatriation challenges (Szkudlarek, 2010). It is common in 
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student groups like short-term exchange students (Gaw, 2000) returning to the U.S. as well as 
international students returning to their home countries (Cox, 2006; Thompson & Christophie, 
2006). Problem of psychological distress is also consistently found in corporate expatriates’ 
groups (Black et al., 1992; Stroh et al., 2005).    
Most of the repatriation research highlighted mismanagement on organizations’ side. 
There are more chances that repatriates will stay if there are timely planning of repatriation 
process to addresses their needs (Stroh et al., 2005). Most of the repatriation affairs handled 
reactively. Results from qualitative research on the U.S. repatriates illustrated that most 
organizations did not start preparing employees before their repatriation (Bossard & Petersen, 
2005). International students also went through the same dilemma where most of their host 
institutions and home countries do not prepare them for upcoming transition (Arthur, 2003). 
Repatriates may prepare themselves for physical relocation, but psychological relocation requires 
some more time.  
Kraimer, Shaffer, and Bolino (2009) pointed to the most common feeling of 
underemployment where repatriates perceive themselves more qualified and educated for 
assigned work role upon repatriation. Their findings shared that feeling of underutilization 
impacted negatively for lower commitment and higher turnover intentions. Repatriates made 
work and non-work expectations because of their enriched experiences, and past job roles. If 
there is an alignment between their expectations and fulfillment of their motives, they prefer to 
stay longer in their organizations (Hyder & Lovblad, 2007).    
Repatriating graduates are pulled to home countries for a variety of reasons. They are 
pulled because of better economic situation, job prospects, entrepreneurship possibilities, family 
ties, lifestyle and national cultural identity (Tung & Lazarova, 2006). With newly acquired 
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human capital, repatriates also form higher expectations. Student repatriates also reported 
problems due to lack of support and unmet expectations and re-expatriate to host country or any 
third country (Tharenou & Seet, 2014). For the case of Pakistani repatriates, who started careers 
in higher education reported underutilization of their knowledge and expertise and subsequent 
poor job satisfaction (Hayward, 2009). This situation may cause intra-organization moves within 
country and re-expatriation to some foreign destination.   
Knowledge sharing becomes key outcome that is gaining more attention in this complex 
environment (Lazarova, 2015). Most of the literature discussed retention and satisfaction as 
outcomes and these outcomes impact knowledge sharing (Nery-Kjerfve & Mclean, 2012). 
Expatriates bring back new knowledge and become a strategic asset for his employer 
organizations (Black et al., 1999). STEM graduates bring valuable human capital to community 
and add value with leading research (Winters, 2014). Their knowledge is unique, high in demand 
and universally transferable. Their knowledge sharing to train others and leading research is 
critical to a country that receives them.  
For effective knowledge sharing, Lazarova and Tarique (2005) emphasized the need for a 
fit between individual readiness and organizations’ reciprocity. Both parties have motivational 
and cognitive aspects. Repatriates need to be motivated to share their knowledge and 
organization need to have incentive system. For cognitive reasons, repatriates should have 
valuable knowledge and organizations should have respective mechanisms to capture and utilize 
that knowledge. Lazarova and Tarique (2005) further suggested that if organizations have 
systems and policies in place, then organizations can extract some of their knowledge in their 
short post return stay.   
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Repatriation adjustment outcomes at the national level can also be viewed regarding 
capacity building, brain gain, brain circulation and brain drain (Baruch et al., 2016). Smooth 
repatriation adjustment and overall attractiveness of home country regarding opportunities stick 
repatriates for long-term and home country gain competitive advantage from the continuous 
brain gain of its talented repatriated citizens (Tung & Lazarova, 2007).  Poor adjustment 
experiences and better prospects in other countries push these talented citizens to leave the home 
country for better opportunities in other countries (Lazarova & Cerdin, 2007).  
Repatriation Adjustment Models 
 Repatriation adjustment is mainly described by key models and frameworks which are 
developed after the synthesis of many empirical studies and attention to contemporary dynamics 
of environment from individual to global level (Lazarova, 2015). Three leading repatriation 
adjustment models are presented, that showed evolution of the research and encompassed most 
repatriation adjustment factors. This research is also utilizing one of the models; repatriation 
adjustment framework (Lazarova & Cerdin, 2007) to guide the study.   
Repatriate adjustment model (Black et al., 1992). Black et al. (1992) developed this 
model, and it is predominantly used in expatriation and repatriation research. It was the first 
model that presented a complete picture of repatriation process by highlighting most of the 
factors of repatriation (Gregersen & Stroh, 1997; Vidal et al., 2007). This model is extensively 
used by researchers to measure repatriation adjustment. Black and colleagues (1992) synthesized 
repatriation adjustment in three forms; work, non-work, and interaction.  
This repatriation model introduced pre-return anticipatory adjustment phase before actual 
adjustment phase in the home country and employing organization. In the pre-return adjustment 
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phase, repatriates start setting up expectations. In post-return adjustment phase, actual 
readjustment experiences happen. This model explained adjustment in three interrelated 
dimensions; work adjustment, interaction adjustment, and general adjustment. 
Communication is a key component of repatriation process that can ease the repatriate’s 
transition to home country. It becomes more critical during the foreign stay and pre-return phase 
(Black et al., 1999). Communication reduces the uncertainty, clarifies repatriates’ doubts and 
helps them form realistic expectations. Sources of information can be task-related 
communication, contact with mentor or sponsor, visit to the home country and pre-return 
training. Advances in communication technologies enable expatriates to be more informed and 
more connected (Cox, 2004; L. O’Sullivan, 2013).  
Repatriation adjustment is affected by a set of four variables. These variables predict the 
post-return adjustment. Individual variables map length of stay, overseas adjustment, attitudes, 
needs, and values. Job variables are the characteristics of the job; one will resume upon return. 
Organization variables include organization policies and practices, whereas non-work variables 
include all variables beyond work roles like socioeconomic status, housing, spouse adjustment 
and resuming social activities. All of these variables affect the outcome of adjustment in the 
work environment, daily interactions and general environment (Black et al., 1992; 1999).   
  Repatriation process model.  Hyder and Lovblad (2007) also outlined repatriation 
process model with a realistic perspective. Their model is mainly inspired by repatriation 
adjustment model of Black et al. (1992, 1999). With the passage of time, new dynamics have 
been added to the environment that seek researchers’ attention to offer some extension to the 
model by Black et al. (1992). This new model (Hyder & Lovblad, 2007) highlighted the main 
issue of repatriates’ turnover and addressed it by focusing on retention as the outcome of 
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repatriation process. Their significant additions are new variables like motives, earlier 
experiences, cultural identity change, demographic factors, and role of training and support. This 
model emphasized the realistic approach that helps organizations to prepare repatriated 
individuals for long-term retention. 
They also followed two phases of adjustment like Black et al. (1992). For anticipatory 
adjustment phase, work, interaction, and general expectations are formed with expatriates’ 
motives, earlier experiences, and information. The motive is a new variable that captures the 
objectives of an individual to accept an assignment and to complete it successfully. Motives help 
to form expectations to make decisions to stay or leave the organization. Motives also help to 
predict different expectations of an individual and hence organization can plan realistically for 
effective repatriation and retention. 
Due to a great shift in global mobility, more and more people have international 
exposure, and there is great possibility that many professionals have previous living abroad and 
repatriating home experiences. So, earlier experiences of expatriation and repatriation help 
individuals to form realistic expectations. First-time repatriates have higher expectations (Suutari 
& Brewster, 2003). Information is the third major factor where individuals form expectations. 
Advances in information and communication technologies bring world closer, and now 
expatriates, as well as organizations, have multiple inexpensive ways to stay in contact and 
communicate regularly (Cox, 2004). This model proposed that expatriates with regular contact 
with family and friends have a positive effect on their general and interaction expectations, while 
constant contact with home organization yields positive work expectations. 
The second and major phase of repatriation commences when repatriates make an actual 
return and start matching one’s expectation with realities at work and social culture of home 
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country (Black et al., 1992; Hyder & Lovblad, 2007). Demographic factors are highlighted that 
depict an increasing number of young, single and female expatriates taking international 
assignments. They also confirmed that older repatriates have more retention than their younger 
counterparts. Cultural identity factor describes the possible changes in individual’s cultural 
identity over time while living and staying abroad. Identity changes happen slowly, and 
expatriates do not realize those changes (Sussman, 2002).   
Work expectations consist of career prospects, skills utilization, and role discretion. Work 
expectations are met when repatriates get the relevant work where one can utilize acquired skills 
and have career growth. Interaction expectations discuss mainly about the quality of interactions 
with colleagues and management of the organization. General expectations are influenced by 
training and support offered to repatriates and their families. These expectations interacted with 
repatriates’ adjustment in work, interaction and non-work areas. Then, it determines the overall 
repatriation experience that yields the retention outcome. This model is quite effective as it 
connected different contemporary repatriation factors with focus on retention. Organizations can 
use this model to understand different factors of repatriation to help repatriates form realistic 
expectations. 
 Repatriation adjustment framework. Lazrova and Cerdin (2007) proposed their 
integrated model by advancing repatriation management beyond antecedents of repatriation 
adjustment process.  They conceptualized the past research in the traditional organizational 
perspective. Most of the past research portrayed organizations as responsible for mismanaging 
repatriation adjustment. It causes frustration in repatriates who eventually end up at turnover or 
intention to leave. Organizational support facilitates repatriates adjusting back in organization 
and personal life. Many researchers concluded that effective organizational support during 
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repatriation helps repatriates to stay in their organizations (Birur & Muthiah, 2013). 
Traditional/organizational perspective examines different antecedents of repatriation adjustment 
to predict adjustment experience and retention outcome. Retention as the outcome that most 
studies is focusing to highlight turnover issue. Lazarova and Cerdin (2007) developed this model 
to push the repatriation research boundaries beyond repatriates’ retention.   
  Lazarova and Cerdin (2007) added emerging perspective comprising of environmental 
context and individual context. Environmental context captures the dynamic external 
environment that poses different scenarios at company, national and global level. Alternative 
employment opportunities emerge for individuals in host country, home country and at the global 
level. With personal and professional development, repatriates have more employability, and 
they can make rational choices to work where their skills are valued. Individual context covers 
the demographics and career-related motivations of repatriates. Success from expatriation 
experiences at individual level depends upon meeting of one’s objectives like enriched 
knowledge, competencies and career benefits like recognition, promotion, and compensation. 
Repatriates can find these career benefits in any organization and country that is looking for 
specific human capital (Lazarova, 2015).      
  This new model opened new horizons by asserting that organizational support is not the 
only variable that can ensure retention. Individual and environmental variables have their own 
role. Organization support is not solely accounted for repatriate turnover. Dynamics of global 
mobility changes the employment relationships as well as brings better job opportunities 
(Dickman & Baruch. 2011). So, repatriate takes charge of her career and make rational decisions 
based on self-interest. Lazarova and Cerdin (2007) also conceptualized this phenomenon as 
career activism that describes one’s motivation to take charge of one’s career and seek 
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employment opportunities around the world. This model broadens the scope from operational 
human resource view to strategic view focusing on knowledge transfer.   
  Synthesis of models. Early research on repatriation was mainly focused on adjustment 
and satisfaction, but now the focus has been shifted towards the repatriates’ retention. So, 
adjustment and satisfaction lead to the outcome of retention (Lazarova, 2015). After retention, 
knowledge sharing, and other long-term benefits can be reaped from repatriates (Arman, 2009). 
As we can see the evolution of the field, Black et al. (1992) proposed adjustment as outcome 
after recognizing the traumatic turnover of repatriates. To date, most repatriation research studies 
are conducted by using this model, and many extensions of this models are developed and tested. 
(McDonald & Arthur, 2005; Shen & Hall, 2009).  Hyder and Lovblad (2007) extended that 
model to urge organizations and expatriates to start thinking from the motives’ perspective and 
following international assignments; they focus on repatriates’ retention. Lazarova and Cerdin 
(2007) acknowledged old models in traditional perspectives and added emerging perspective that 
not only accounts for organizational support but it also captures individual career dynamics. 
These models cover virtually all key factors of repatriation adjustment and need to be used to 












 This study was designed to understand and describe the repatriation adjustment 
experiences of returning faculty members of engineering disciplines to Pakistan from the U.S. 
Basic qualitative research was well aligned to understand their experiences and develop a 
description. The following sections present the research approach, interpretive framework, data 
collection, data analysis procedures and validation strategies. This chapter lays out the complete 
research design to provide the in-depth accounts of repatriating scholars by interpreting their 
experiences.      
Research Approach 
                Qualitative research (QR) is a form of social inquiry that helps us getting depth in our 
understanding of people's subjective experience and the meanings, they attach to events in the 
world they live (Merriam, 2009). Creswell (2013) suggested that qualitative research is suitable, 
if there is a need to listen the unheard voices of a specific group. Krathwohl (2009) described 
qualitative research to understand, how individuals make perceptions and intentions to behave in 
a certain way during a given situation or phenomenon. There is another reason to use qualitative 
research when a researcher wants to analyze a detailed and complex picture of an issues under 
consideration, and these details can only be established by talking directly to people and 
allowing them to tell their stories.  
In this study, I paid attention to those unheard voices of repatriated Ph.D. graduates 
because there is no systematic study on Pakistani repatriates. There are some fragmented 
accounts and news reports on this recent repatriation phenomenon. So, I planned to look for 
meanings, these recent repatriates ascribed to this readjustment phenomenon by talking to them 
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and listening to their stories. Their experiences had difficulties, surprises, and positive feelings 
from their repatriation to home country and integration to the work culture. In this scenario, 
qualitative research approach was the most relevant and effective method to document their 
experiences.  
This is a basic qualitative research as differentiated by Merriam (2009), where researcher 
plans to collect data, how participants make sense of their certain experiences. I planned to know 
and document those experiences mainly from interviews, supplemented by document analysis. 
Basic qualitative studies focus on how people construct their world, how they interpret their 
experiences and what meaning they attach to their unique experiences (Merriam, 2009). This 
basic qualitative research method is highly used across disciplines to get a good grasp of 
people’s everyday experiences. 
  Four philosophical assumptions of qualitative research. Qualitative research can be 
distinguished on its philosophical assumptions (Merriam, 2009) and the researcher need to 
acknowledge these assumptions. These assumptions led me to develop research ideas and 
questions, collecting data, coding, analyzing and interpreting the findings (Creswell, 2013). 
There are four philosophical assumptions of a qualitative research that are epistemology, 
ontology, methodology, and axiology.  
For epistemological standpoint, I shared this assumption that knowledge is gathered from 
individuals who went through repatriation experience from the U.S. to Pakistan. The researcher 
did not need to impose ideas to them but listen to their experiences and observe them. According 
to Creswell (2013), this epistemological assumption brings the researcher close to the 
participants. When considering beliefs about the nature of reality (ontology), I was making this 
assumption that every participant has different views as well as different experiences, which 
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would result in different realities. I planned to deal with these multiple realities and capture them 
as well as I can. For methodology, the assumption is about inductive method that suggests 
emerging design. Research study was shaped by researcher’s experiences and encounters along 
the way (Creswell, 2013).  This assumption helped me in building new knowledge by gathering 
and locating data instead of summarizing existing theories and my beliefs. The role of values 
(axiology) was quite significant in qualitative research. This assumption guided me that all 
research participants have their unique personalities, backgrounds, and system of values that 
were developed over time. This assumption appreciated the differences and biases and signals, 
how it affects the research process.   
Interpretive Framework 
The focus of the study was to discover the experience of Pakistani engineering Ph.D. 
repatriates from a social constructivist worldview. Creswell (2013) described social 
constructivism as the change in anyone’s reality because of influence of interacting with others 
as well as due to historical and cultural norms of the society. So, each person creates his own 
reality based upon his subjective experience and value system as well as norms and values of that 
society. According to the social constructivist approach, every individual has his own reality 
which results in multiple realities within society. So, by this social constructivist interpretive 
framework, participants were invited to share their experiences about this phenomenon of 
repatriation. The interview questions were open-ended, so that that participant could speak one’s 
mind openly without any limitations. The researcher’s background and value system were also a 
key component which could not be ignored. The researcher had tried to clear his biases and 
present his values in his background story and positionality statement.  
 
     
 39 
             In this study, I focused on the experiences of Pakistani repatriates from individual’s 
perspective. The cultural and social perspective was also taken into account in data analysis 
process for better understanding of the study. So, the social constructivist worldview (Creswell, 
2013; Patton, 2002) and interpretive framework were good fit for this study. 
Research Setting and Participants 
This study focused on Pakistani Ph.D. recipients in the Engineering disciplines who 
received their degrees from the U.S. universities between 2012 and 2017 and returned to 
Pakistan. To answer the research question, it was vital to consider individuals, settings and time 
of data collection. So, purposeful sampling strategy was chosen with a sampling criterion (Patton 
2002) as following. 
• They completed their Ph.D. degree between 2012 and 2017. 
• They had undergraduate or postgraduate degrees from Pakistan. 
• Their Ph.D. was sponsored by the Government of Pakistan or some other international 
funding agency like USAID, The Fulbright or other organization. 
• They were placed in any Pakistani public sector higher education institute upon 
repatriation.  
Engineering expertise is highly valued and needed for a developing country like Pakistan. 
The Government of Pakistan and other funding agencies have sponsored thousands of Pakistanis 
for higher education in engineering disciplines than other fields. U.S. is selected as host country 
being the most valued in engineering disciplines specifically in Engineering relative to other 
developed countries. Pakistani citizens had been sent to many countries for a Ph.D.degree, but 
overall culture and academic experience from the U.S. universities are quite different.  
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The five years’ time boundary is intended to the relevance and currency of the 
repatriation experiences and insights. Participants needed to have some higher education 
experience from Pakistan as a student and an instructor. So that they have two different sets of 
experiences. Participants needed to be on fellowship because fellowship/sponsorship bounded 
them to repatriate after completion of Ph.D. They all joined Pakistani public sector universities 
whereas they had opportunities all over the world.  
A list of potential participants had been made with the help of researcher’s colleagues and 
friends. The researcher also searched potential candidates from social media like LinkedIn, 
websites of HEC, U.S. Education Foundation Pakistan, and Pakistani higher education 
institutions. Most of repatriated Ph.D. recipients were working in higher education institutions 
and mainly involved in teaching and research. The researcher planned to collect data from 15 
engineering Ph.D.  repatriates and conducted interviews with 12 participants. In his qualitative 
research on academic repatriates in two Asian countries, Pritchard (2011) also emphasized to 
select the participants who experienced similar phenomenon completely.  The researcher 
continued data collection from the participants till no new information is coming. The Fulbright 
online directory (The Fulbright Program, 2018) and HEC reports presented an approximate 
number of 115 Engineering Ph.D. recipients who met the sample criterion. There are no current 
data presented and published by HEC and they are lacking in managing data of sponsoring 
scholars (Haq, 2017).  
Participants were contacted from public sector universities of Pakistan where they were 
working in teaching and research roles. Repatriating PhDs are joining private as well as public 
sector universities, but this research focused on participants who joined public sector 
universities. This is a quite homogenous group of participants who largely went through similar 
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experiences (Lincoln & Guba, 1985). Data collected from this homogenous group brings a depth 
to the research. I planned to conduct three interviews with each participant. All the participants 
were partially or fully sponsored by the Government of Pakistan and other funding agencies for 
capacity building in the engineering fields of Pakistan. Those repatriated engineering graduates 
mainly work in public sector universities. IRB approval has been sought to initiate the data 
collection process. Interview protocol (Appendix B) was developed to navigate the interviews 
and collect rich stories of participants surrounding their repatriation.   
Data Collection 
Interview method is the centerpiece of this qualitative study (Patton, 2002). Interviews 
were main data collection method for this research. Participants of the study were contacted 
through invitation emails (Appendix C), and after their interest in participating, they received a 
follow-up message with an overview of the study. The respondents were thanked for their 
participation and their agreement to join. They were assured that their information should be kept 
confidential and the respondents had the right to withdraw from being part of this study at any 
time. If they shared any concerns, researcher would address them.  
Interviews were conducted in English language as all the participants are trained in the U.S. 
and can interact in English comfortably. Interviews were held online by using secure video 
conferencing tool; Zoom. This platform has the functionality to record audio or video files. Audio 
files was generated and saved at secure personal computer. Most of the repatriated graduates had 
exposure to web 2.0 tools and social media applications. So, I hoped that they are comfortable in 
this virtual interview. Krathwohl (2009) also highlighted the popularity of electronic interviewing 
that comes with many benefits. Interviewer can approach the interviewees without geographical 
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constraints, and the interviews can be conducted with great flexibility of time. Interview session 





Figure 3: Data collection workflow 
Three interviews were planned with each participant through video conferencing tool. 
The first get to know interview was quite general and set the tone for the second detailed 
interview. In this interview, researcher explained the research and get their general views about 
repatriation and their journey from high school years to current professional role (Appendix A). I 
also prepared participants to share in-depth insights for the second interview as guided by 
Seidman (2013) and Patton (2002). In the second interview, participants were invited to share 
their stories with details of their perceptions, emotions, encounters, and behaviors in the 
repatriation process. The third interview was a follow up after preliminary data analysis and 
document review. Document analysis included reviewing most available policy documents, news 
reports, and published personal accounts. Publicly available social media data about participants 
were reviewed to see how they were sharing their personal and professional journeys. The 
researcher also planned to do member checking in the third interview.  
Interview times were scheduled as per interviewee’s preference because of time zone 
differences. The respondents got the copies of interview topics, so that they could familiarize 
themselves with potential interview. With the consent of interviewees, the interviews were 
recorded in the form of audio and video media and each interview was planned to last for 30 to 60 
ta collection workflow 
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minutes. Interviews recording files helped to review and analyze the responses accurately. After 
each interview, the researcher filled a contact summary form (Appendix D) to record a summary 
of the discussion (Miles, Huberman & Saldana, 2014). There were a few instances, where the 
researcher had to revisit the response of the subjects to capture the true sense and meaning of the 
content, and the recording becomes very useful for such review and deeper analyses. After 
interviews were completed, interview transcripts were prepared and coded for the next phase. In 
addition to the audio recording, the researcher took extensive notes during interviews. This act 
helped in considering all key occurrences that took place during each interview meeting. These 
interview notes and contact summary form gathered contextual information and helped recalling 
key events of interview discussion during data analysis. 
Researcher conducted semi-structured interviews of repatriated graduates. After an initial 
set of structured questions (Appendix B), additional questions were framed according the 
responses of the subjects. Probe questions were also asked so that the respondents could share 
rich information as sought by the researcher.  The overarching question focused on their pre-
repatriation and post-repatriation experiences. Some questions are developed from the available 
literature. Other questions were asked during the interviews as per flow of the interviews 
(Krathwohl, 2009; Patton, 2002). The main areas considered for making questions were (1) 
International student experience, (2) Work Adjustment experience, (3) Organization support, (4) 
Further plan regarding career and growth.  
Validation Strategy 
Validation strategy was employed to ensure the accuracy of collected data and to distance 
the researcher from the bias and personal experiences (Creswell, 2013). Lincoln and Guba (1985) 
brought a seminal work to address validity issues in qualitative research and to reach to valid 
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conclusions. They translated internal validity, external validity, reliability and objectivity to 
credibility, transferability, dependability and confirmability (Lincoln & Guba, 1985). For this 
research, researcher’s level of familiarity of repatriates’ contexts helped in building the trust with 
participants. It also helped me in offering detailed description of the participants and their 
experiences. My firsthand experiences in the similar foreign study program made findings of the 
study more valuable and accurate. Member checking, clarifying the research bias and inter-rater 
reliability are validation methods for data gathering and analysis.  
Member checking was performed in the third interview for data validation. The researcher 
not only sent each individual’s interview interpretation to respective interviewee, but he also 
confirmed with most of them in the follow-up interview upon their availability for third interview 
meeting. This validation strategy confirmed if the researcher’s interpretation was by the meaning 
that the respondent himself had in mind (Creswell, 2013; Merriam, 2009). The researcher also 
clarified his biases because of his personal experiences with this research population. The 
assumptions was clarified regarding the researcher’s own experiences with these participants in 
general and engineering Ph.D. professionals of Pakistan in particular. These assumptions could 
hinder with the interpretation of collected data by the researcher. The researcher also shared his 
story and positionality statement to situate his position and clarify the bias.  
The researcher appreciated his subjectivity as the research work unfolded. Based on his 
multiple community-based fieldwork projects, Peshkin (1988) laid out many suggestions to 
streamline researchers’ subjectivity in whole research process. The researcher managed to record 
the feelings, emotions of interviews and observations to counter the bias and to stay neutral for 
genuine data. The researcher also went through some of those expatriation/repatriation experiences 
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and expected similar repatriation experience. So, being conscious of my subjectivity, I 
continuously monitored changes in my values and views to stay focused and motivated.    
I invited another researcher to code the interview data and to address my potential bias and 
confirming the findings. Other coder is also a seasoned researcher of Pakistani descent from a 
Midwestern University with significant doctoral work and repatriation experience. He coded half 
of the interviews and developed codes independently. Then he shared his coding scheme with me 
and we reviewed work of each other and discuss the disagreements to reach a consensus. Based 
on guidelines for ensuring reliability of qualitative analysis (Miles, Huberman & Saldana, 2014), 
both coders agreed to approximately 80% of agreement initially. Then we discussed the coding 
scheme and developed a consensus to conclude with an agreed upon codebook. A concise list is 
shared in chapter five that shared agreed upon interpretation of main categories/subthemes. Then 
a codebook with description and examples of codes are given in Appendix E.  
Data Analysis 
Data analysis was started during the data collection process (Merriam, 2009).  It is the 
power of emerging qualitative research design, where research instruments can be modified after 
first few interviews. Data was subjective in the form of long transcripts, policy documents, and 
researcher’s field notes. The researcher also managed to fill a contact summary report (Appendix 
D) after each interview to record key features of the interview and immediate feedback. On same 
lines, the researcher appreciated his subjectivity at different stages of data collection and analysis 
(Peshkin, 1988) and write memos to record ongoing thoughts while reviewing transcripts and 
documents.  Creswell (2013) laid out the phenomenon of qualitative data analyses in different 
phases; organizing, reading, memoing, describing, classifying and interpreting the subjective data 
to conclude it with codes and themes.  
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After each interview, the researcher revisited the recorded audio files to make sure that the 
contents are in order and to get familiarization with the information given in the interview 
responses. Following the guidelines of Saldana (2011), the researcher revisited the recordings 
frequently during transcription and coding process, so that there is no mistake in the initial analysis 
process. The respondents were encouraged to use English language for their interviews. Special 
dynamics were planned to notice during interviews as the researcher transcribed the interviews by 
keeping in mind both the field notes and the audio recordings, so that the body language was 
recorded in the transcription too. Such events, like pause, long breath, laughter, nodding and shake 
of the head is very meaningful at the time of data interpretation.  
In the qualitative data analyses, there are no standardized procedures for the researcher to 
follow (Saldana, 2011). It is the discretion of the researcher that he uses one or more methods for 
the analyses of the data as the nature of the study, its scope and data type can guide the choice of 
the researcher concerning data analyses. Inductive analysis strategy was employed for constructing 
categories and themes that became findings of study (Merriam, 2009). Interviews lasted from 25-
45 minutes and transcriptions of 112 pages were sorted for analysis. Other documents like policy 
documents, webpages and news stories were additional information to consider during data sorting 
and analysis processes.  
ATLAS ti qualitative data analysis (QDA) software is used for analyzing and visualizing 
large data sets (Hwang, 2008). This powerful QDA suite offered open coding, merging codes, 
synthesizing themes and presenting the data in different formats like network diagrams. I also 
utilized this software application from the start of data collection process. Ongoing analysis in 
basic qualitative research helped fine-tune the inquiry process like asking more probing 
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questions or look for some other documents. I employed following analysis process as suggested 
by Hwang (2008) and Saldana (2011) for social science research.  
1. Enter the data in the Atlas ti QDA like interview transcripts, news reports, participants’ 
accounts and policy documents. 
2. In the first thorough reading, start open coding to generate as many codes as possible and 
then code in vivo  
3. Employ analytical lens to evaluate the first round of coding and merge similar codes. 
During this advanced analysis process, write memos and extensive comments.  
4. For first visualization scheme, work through coding scheme in a network view to 
understand the repatriation process. 
5. Lay out the codes in table for their counts, and respective quotations. Then create 
categories and themes from the codes (Saldana, 2011). 
6. Write the first analysis around the themes and sub-themes.   
This detailed process guided the inquiry and analysis process and helped in sorting, 
presenting and analyzing the data. After data analysis, codes were merged in subthemes after 
careful consideration and then subthemes were grouped in four key themes that encompass their 
repatriation experiences. These subthemes and codes were developed based on collected data and 
existing theory and literature (Boyatzis, 1998). Code development was an iterative process that 
required a lot of review of collected data and existing literature. In codebook, all main codes are 
presented with their operational definition and an example from interview data (Appendix E). 
Transcribed information was grouped in categories with each category highlighting a 
certain theme, and these themes have further sub-themes. Coding process tagged key information 
with specific names to signal their importance, order and its relation to central focus (Kratwohl, 
2009). The significant words were selected as codes and briefs for what has been said (Saldana, 
2011). The qualitative data analysis software ATLAS ti8 for Windows was used for recording, 
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coding, and analyzing all the qualitative data. Major analysis was done on paper by color coding 
and using Microsoft Excel.  
Initially, coding process were carried out by the researcher and another coder separately. 
Coding process went in two cycles. First, open coding had started with some pre-existing codes 
from the literature (Miles, Hubberman, & Saldana, 2014) and assigning codes to data as they 
originate from data. After initial coding, code development process was carried out by constant 
comparison method that helped in merging codes and making categories to conceptualize 
interview data (Merriam, 2009). For intercoder reliability, it was a challenge to build consensus 
on representative stamens to be included in a category and code. Then defining codes carefully 
was the solution to build consensus about inclusion and exclusion criteria After initial rounds of 
open coding, axial coding process helped in making connections between codes (Corbin & 
Strauss, 2008).   
Relevant codes were grouped into categories after examining the emerging patterns and 
networks. Then selective coding had been then conducted where I consulted my transcripts, 
notes and documents. I also deliberately considered my positionality with this research data. This 
analytics process concluded with themes and supporting subthemes (Creswell, 2014) that are 
also discussed with other coder to confirm and communicate my findings. This process brought 
forward four themes and their subthemes. Detailed discussion is presented in chapter 5.   
The researcher also presented the interim report of his initial findings and to report the 
progress of data collection. Miles, Huberman and Saldana (2013) suggested to write the interim 
report after collecting and analyzing some data. Writing and sharing this report with committee 
chair gave me a reflection opportunity and bring feedback about the direction of data collection. 
So, I completed two interviews with 3-4 participants and run the basic analysis to inform myself 
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and to share with committee chair and members. This interim report brought forward the synthesis 
of ongoing data collection and the researcher can make sure if any additional information needs to 
be sought in the third interview or plan additional questions for first two interviews of remaining 
participants.     
Positionality Statement 
  I am a 38 years old former lecturer of management who served for more than three years 
in a quite new multi-campus university of Pakistan. I started this job under a faculty development 
program where university committed to send its faculty members for higher education in different 
countries. So, I came to the U.S. on that program and now I am a doctoral candidate in the field of 
Human Resource Development. After completion of my degree and 2-3 years of post-Ph.D. work 
experience in the U.S., I also planned to repatriate back to management sciences department of my 
employer university for teaching and research duties. This topic of repatriation adjustment inspired 
me with surprises that I experienced interacting with repatriates from low skilled to highly 
qualified Pakistani repatriates. It was interesting, how repatriating members of Pakistani diaspora 
were facing challenges upon re-adapting similar environment where they lived most of their life, 
and they are also well-connected with locals during their stay abroad. This puzzling situation in 
highly globalized world with increasing mobility and information exposure built my interest in 
this multi-faceted repatriation process.  
 I got opportunity to work with many colleagues who repatriated to Pakistan after their 
foreign higher education experiences and joined higher education institutes. It was interesting to 
see them navigating their re-integration and re-learning many things. During my stay in a U.S. 
university, I also met with many Pakistanis who came here for their Ph.D. During their stay and 
after their repatriation, I was well connected with many of them and noticed their discomforting 
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transitioning experiences. Based on these relationships, I can approach some of them and many 
other repatriated engineering PhDs from the U.S.  Similar experiences of higher education from 
the U.S. helped me connect with them and build the rapport for getting their perspective. Being a 
researcher, it is possible that my familiarity with their work environment and U.S. education 
experiences might mislead me with statements from the interviews. I ensured trustworthiness of 
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Chapter Four 
Organizational and Collective Profiles 
This chapter presents an overview of the state of higher education in Pakistan and a 
collective profile of 12 informants, including brief descriptions of the U.S. universities they 
graduated from and the public-sector universities of Pakistan they are currently serving. This 
section presents the overall context of where these repatriated engineering faculty members are 
serving and how their training in a much different academic system is shaping their experiences. 
This chapter also shares how these faculty members navigated their repatriation challenges and 
adjusted to their work environments, followed by thematic analysis. The actual names of 
participants, their employer universities, and U.S. universities have been replaced with 
pseudonyms.  
Pakistan’s Higher Education Landscape 
The Pakistani higher education system has been transformed in the last two decades 
through faculty development and infrastructure building. The Higher Education Commission 
(HEC) played a key role in human capital development, knowledge production, and capacity 
building to create a knowledge-based society (Economic Survey of Pakistan, 2017). Pakistan is 
going through its baby boom period, where the country has enormous human potential as the 
fifth largest country where 67% of the population is under 30 years of age (Rahman, 2018, Tahir, 
2019). Pakistan is an emerging economy with a geostrategic location that is allowing the country 
to become a hub for an economic corridor with China and many neighboring countries 
(Hosskissan, Eden, Lau, & Knight, 2000; Rahman, 2018). So, the HEC is addressing a great need 
to develop human capital for socioeconomic development of the country and to capitalize on 
local and regional initiatives (HEC, 2019).  
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Education has been the key to staying competitive and innovative in the world. National 
level policy initiatives became the norm to develop human resources and to enhance the 
individual and national capacity. The HEC and other policy-making units of government focused 
on filling the talent gap with trained individuals in needed areas and encouraged knowledge 
creation at the local level. The HEC started these initiatives with great commitment, where 
government support and coordination with other government units were critical to fulfilling these 
objectives (HEC Vision 2025, 2019). The HEC, being a regulator and financer of higher 
education, works closely with the Ministry of Planning, Development and Reform (PDR), which 
allocates national resources to different entities.  
The HEC signed many agreements with leading universities and governments around the 
world, such as the United States, the United Kingdom, Germany, Sweden, France, China, 
Australia, and Malaysia. HEC started sending selected Pakistani citizens to higher education 
institutions in those developed and emerging economies. The HEC also encouraged individual 
universities to build collaborations with foreign universities and send their faculty members 
abroad for graduate education to fulfill their objectives. Under the HEC’s leadership, the higher 
education sector showed a significant impact in economic growth in the last 15 years (Qazi, 
Raza, & Javaid, 2014). With these efforts from all stakeholders, Pakistan’s research productivity 
grew phenomenally, securing a top position in percentage growth in article publications and 
citations (Makri, 2018). So, it is quite evident that with consistent government support, the HEC 
will continue playing a major role in developing needed human resources and solutions. 
HEC reforms are highly recognized in the international education community (Bhandari 
& Blumenthal, 2010). The HEC has expanded tertiary education’s reach by increasing 
enrollments, adding resources to current facilities, and starting new facilities. Pakistan’s 11th 
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five-year plan (2012) highlighted the HEC’s success in doubling the tertiary education 
enrollments of students aged 17-23 years from 2002-2015. With the enhanced reach of higher 
education, women’s enrollment soared from 37% to 46% between 2001 and 2011 across all 
disciplines. Higher education empowered Pakistani women with more confidence as well as 
participation in economic activities (Malik & Courtney, 2011). 
 Governmental changes brought changes in priorities for higher education, and the HEC 
encountered financial and administrative difficulties in continuing its programs (Hayward, 2015). 
These inconsistencies of government policies affected the higher education sector, especially the 
sponsored citizens who were in foreign countries. According to their signed contracts, they have 
the expectation that HEC will continue their committed financial support. On the other hand, the 
HEC faced delayed payments from the government, which affected these foreign graduates 
(Shah, 2014). Many news reports and students’ published stories mentioned these financial hard 
times. There are higher expectations from the current government, which recently took charge 
with a reformist agenda. With the change of leadership at the country level and institution level, 
there are high hopes that the HEC is back on track to fulfill its mission to play a role in 
socioeconomic development of Pakistan.     
Both the HEC and universities highly prioritize sending talented Pakistani citizens 
abroad, but they lacked planning on placement of citizens and providing them resources to start a 
new career grounded in research. These talented people are sponsored with a binding agreement 
to return to Pakistan and join their employer university or other universities/institutions based 
upon their new expertise. This legally binding element prepared and brought most Ph.D. 
recipients from the U.S. to Pakistan. Upon return, Ph.D. recipients expect similar facilities, 
research culture, and resources to fulfill the objectives of HEC programs, such as “[facilitating] 
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in assimilation, absorption and transfer of important and promising scientific and technological 
knowledge information to achieve repaid economic progress” (HEC, 2016). 
Most of them are highly energetic as they start their careers. They want to utilize their 
knowledge and extend their research. This is possible with availability of resources, effective 
placements, and recognition of repatriated Ph.D. recipients. In this way, they can transfer 
knowledge and become effective to their students and overall society. Research grants from the 
HEC and universities are very limited and difficult to secure in a timely fashion (Masood, 2018). 
Overall, human resource and administration processes were too slow and disturbed the recently 
returned Ph.D. recipients. Many repatriated Ph.D. recipients raised their voices on national media 
with their experiences of limited resources, bureaucratic practices, non-professional work 
cultures, and inefficient processes (Shah, 2014; Wazir, 2018). Their depression and anxiety are 
quite evident. 
The HEC also introduced a tenure track system (TTS) for Ph.D. recipient faculty, similar 
to many developed countries where their compensations are set at higher levels. This system 
considered all faculty members with a Ph.D. at the same level regardless of their research impact 
or time spent on their Ph.D. Minor adjustments are possible for highly valued disciplines such as 
engineering, whose graduates have more marketable skills in the global arena. There is some 
reporting of dissatisfaction with compensation when Ph.D. recipients’ expectations are not met. 
With high inflation from the last ten years, it is hard to manage a good quality of living with no 
pay increase or retirement benefits from last five years (Razzaque, 2019). The higher education 
sector had leapt forward, but still lacked the capacity to absorb, place, and utilize that highly 
valued repatriated human capital (Wazir, 2018).  
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All engineering PhDs joined different engineering and technology department in different 
universities. Pakistan Engineering Council (PEC) is a regulatory body that governs engineering 
education and its application and practice in Pakistan. Managing high-quality engineering 
education that meets international standards is paramount for this organization (PEC, 2019). As 
all the participants joined engineering departments in different public-sector universities, PEC 
ensures all tactical and operational details of the program meet their standards. As a result, 
repatriated faculty members strengthened the quality and performance of engineering education 
in their respective departments. PEC also collaborates with global partners and similar national 
agencies across the globe. Recently, they secured the status of Pakistani engineers as equivalent 
to engineering graduates from other countries (Engineers Canada, 2017). This is made possible 
by PEC’s quality improvement and governance, alongside the hard work of all stakeholders.    
The purpose of this study was to gather information about and describe how repatriated 
PhDs from the U.S. experienced their adjustment in Pakistani universities upon their return. The 
following section sets the stage by describing their collective profile and details of their U.S. 
alma mater, as well as Pakistani employer universities.   
Collective Profile of Participants 
The following table includes a brief profile of the participants, including their 
pseudonyms, respective demographic information, and date of repatriation. Later, this section 
offers a summary of their repatriation experiences at their employer public sector universities. 
Brief profiles of their Ph.D. awarding institutions and their respective employer universities are 
also shared.  
 
 




Name Age Gender Repatriation Year Engineering Expertise  
Younas Jalal 40 Male 2013 Chemical 
Saim Hussain 39 Male 2013 Computer 
Ahmed Naqi 36 Male 2014 Electrical 
Shakor Aftab 38 Male 2014 Materials 
Bisma Ihsan 35 Female 2015 Electrical 
Asif Imran 34 Male 2015 Electrical 
Rohail Anwar 33 Male 2015 Computer 
Atif Faraz 38 Male 2016 Electrical 
Momin Usmani 31 Male 2016 Environmental 
Tariq Shirazi 34 Male 2017 Mechanical 
Touqir Sami 38 Male 2017 Civil 
Ajmal Saeed 32 Male 2017 Computer 
 Upon returning to Pakistan, all participants joined different public universities as assistant 
professors. Most of them are males in their thirties. There is only one female participant. Their 
age bracket highlights the higher education effort to send young talent in their early careers. 
They repatriated from 2013-2017 and completed their doctorates in engineering disciplines on 
HEC or Fulbright fellowships. Seven of them completed their degrees on full or partial HEC 
support. Four of them have three years of Ph.D. funding, while three participants were on initial 
fellowships of two years and completed the rest of their degrees on their university fellowship 
while engaging in partial university employment. These three Ph.D. scholars had to complete 
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their master’s degrees first before progressing to Ph.D. programs. Five participants completed 
their degrees on Fulbright fellowships. Four Fulbright fellows also completed master’s degrees 
first before moving on to the Ph.D. They all completed their Ph.D. programs from two and a half 
to seven years. Due to the return obligation, they all returned to Pakistan following their 
graduation from Ph.D. programs. 
Table 2 
 Academic and Professional Journey 
 Name U.S. University Fellowship Pakistani University 
Younas Jalal Southwest1 Fulbright National University 
Saim Hussain Midwest3 Fulbright Technology University 
Ahmed Naqi Midwest1 HEC Modern University-South 
Shakor Aftab Midwest2 Fulbright City University 
Bisma Ihsan Midwest1 HEC Modern University 
Asif Imran Midwest1 HEC Modern University 
Rohail Anwar Southeastern1 Fulbright Information University 
Atif Faraz Midwest1 HEC Modern University-North 
Momin Usmani Southwest2 HEC Modern University 
Tariq Shirazi Midwest2 HEC Technology University 
Touqir Sami Midwest2 HEC Modern University-Central 
Ajmal Saeed Southeastern1 Fulbright Central University 
All participants graduated with their doctorates from different public-sector research-I 
universities in the U.S. Pseudonyms for those universities are given relative to their locations and 
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a brief profile of each university is presented. The HEC and Pakistani universities have their 
agreements with U.S. universities, whereas the Fulbright Commission in Pakistan also helps 
HEC to build ties with U.S. universities. The Fulbright Commission manages a great scholarship 
program for Pakistani students; they also guide Pakistani fellows to areas where HEC identified a 
national need. The United States Education Commission in Pakistan (USEFP) manages the 
Fulbright scholarship program and assists selected candidates through the whole process, from 
aligning their interest and career goals to a U.S. university graduate program to supporting them 
throughout the academic experience in the U.S. Finally, they offer re-entry workshops before 
scholars’ return to Pakistan and manage a network of alumni with regular events. 
They all transitioned from being a graduate student in the U.S. to a faculty member back 
in their Pakistani university. Their transition is a change in internal academic environment and 
external higher education landscape as well as overall environment of country. Descriptions of 
the different U.S. universities where participants received their engineering Ph.D. training are 
provided below. Later, the Pakistani public sector universities where repatriated Ph.D. recipients 
went through their readjustment experience are presented. 
Midwest1 University is a land grant state university located in an urban setting in the 
northern Midwest that highly prioritizes agriculture and industrial development. Within the U.S., 
the university is ranked among the 100-150 best universities. This research university has a 
vibrant electrical and computer engineering department, where Ph.D. programs are offered in 
different affiliated domains from communication to electronics, and biomedical engineering to 
embedded systems. Midwest1 University is listed in the top 100 U.S. research universities, with 
a dynamic living-learning community. This university is highly focused on local problems and is 
affiliated with numerous local research projects, government, and corporate partners. Those 
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connections brought emerging problems to work in the university and put it on forefront of 
innovation at local and regional level.  
Midwest2 University is a flagship state university with a key focus on engineering and 
agriculture. This is also a land grant research-I university dedicated to excellence in research, 
teaching, and public service. Most of its engineering programs ranked in the top ten nationally at 
the undergraduate and graduate levels. Located in a junction of rural-urban areas, the university 
is in the middle of the Midwest, offering access to state, national, and global student populations. 
The university is ranked among the 25-50 best universities worldwide (U.S. News, 2019). This 
university maintains one of the largest university library systems, as well as the highest level of 
research activity in the U.S. Faculty members are recognized globally for their research and 
innovation impact, which has brought many collaborations from around the world across all 
disciplines. The university maintains a great international image by attracting one of the largest 
international student populations in the U.S. Midwest2 University thrives in research, teaching, 
and global impact and is a diverse and friendly campus. To develop solutions to complex 
problems, interdisciplinary research emerged as paramount in this university, and many new 
centers and initiatives offer opportunities to build interest in other areas and conduct 
collaborative research.  
Founded in the early nineteenth century, Midwest3 University is one of the oldest higher 
education providers in the Midwest. Located in an urban setting, this state university offers a 
vibrant campus experience for its students. Midwest3 University is among the top 30 universities 
in the U.S., with a huge impact in engineering and life sciences. This university is part of the Big 
Ten network, and most of its engineering programs fall in the top ten in national rankings. This 
university has a strong research presence, with a large research budget and status as one of a few 
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universities with very high doctoral research impact. The university enjoys diverse collaborations 
around the globe and is part of many breakthrough research initiatives. Doctoral students have 
the opportunity to work on solutions for real life problems. The university also maintains an 
excellent endowment fund.   
Southeast1 University is the most prestigious public university in the whole region, with 
its key focus on engineering and technology education. With its strong global impact, the 
university is ranked among the top ten national providers of engineering higher education. 
Nationally, this university is ranked in the top 40 national universities, with its innovation impact 
among the top seven higher education institutions. Having innovation in its DNA, the university 
claims to solve 21st century challenges with innovative thinking and improve quality of life 
around the world. With these core values, the university attracts a large number of students from 
all states and almost all countries. The faculty actively pursue international projects and train 
doctoral students to develop solutions by utilizing a vast set of resources and interdisciplinary 
collaborations. This university has one of the largest tech enterprises of the world, which brings a 
great number of society and industry problems to the campus to develop solutions for real 
impact. They are considered the most respected technology incubator in the U.S. and play a key 
role in the economic development of organizations and countries.    
Southwest1 is a state flagship university that emphasizes agriculture and engineering 
education, with noteworthy global research impact and geographical presence. Its national 
ranking is among the top 70 U.S. universities, with its engineering and agricultural programs 
among the top ten and top five respectively. With diverse partnerships, the endowment fund of 
this university is among the top ten in the U.S., enabling it to maintain a thriving research 
culture. Located in a campus town and maintaining a large international student population, 
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Southwest1 offers numerous professional and personal development opportunities to its graduate 
students, including research collaboration opportunities, initiative leaderships, and community 
engagement. Southwest1 also strives to make its students global citizens by attracting a diverse 
student population and offering numerous study abroad programs. This university also maintains 
an excellent learning community that cares for each other and focuses on solving real-world 
problems. The University requires students to take courses from multiple disciplines and 
enrichment experiences for complex problem solving of emerging issues at the local and global 
levels.  
Southwest2 is a leading university in a large university system in the Southwest region of 
the U.S. Located in a large metropolitan area and featuring strong collaborative ties with 
corporate partners, this university is ranked among the top 40 universities nationwide. Founded 
in the late nineteenth century, this university offers a stimulating academic environment and 
vibrant cultural community in a metropolitan setting. With a progressive mission, this university 
encourages students to cross disciplinary boundaries for academic and research pursuits. The 
university has much global collaboration and attracts a large number of international graduate 
students. Most students are trained with entrepreneurship and sustainability values. 
Pakistani Public Sector Universities 
 All participants joined as assistant professors in their respective engineering departments 
of different public sector universities. They reported 2-6 months to complete the onboarding 
process in their employer universities and start contributing their unique expertise and skills. 
Description of their Pakistani universities highlights key features as well as work environment of 
organizations. 
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Modern University is a new purpose-built university that half of the participants joined. 
This is a multi-campus university with 10-20 focused departments including engineering, 
computer science, business, liberal arts, and sciences. Incorporated in the late nineties, this 
university thrived by tapping into the growing need for modern sciences, interdisciplinary 
research, and developing systems for Pakistan’s public and private sectors. The university 
maintains strong ties with the HEC and many international partners in order to gain funding and 
collaboration in research and teaching. Many new degree programs have been added to its degree 
portfolio in recent years to fulfill emerging needs from power infrastructure to social 
entrepreneurship. This university started in the dawn of higher education reform and focused on 
research. Modern University consistently ranks among the top ten national universities with 
international recognition and research impact.  
 Three participants joined its main campus. Two participants joined the electrical 
engineering department and one individual joined the civil engineering department, as she had a 
Ph.D. in environmental engineering. Three participants joined its north, south, and central 
campuses. The onboarding process was swift in 2014-2015; however, the process took 4-6 
months for the three participants who joined in the last two years. All repatriated assistant 
professors shared that they experienced pressure to meet high research output expectations from 
the institution but were offered limited resources in a delayed fashion. Overall, the research 
culture at Modern University is strong, but the key focus is on numbers rather than on quality 
and utilization of research output. Participants’ performance was mainly evaluated by research 
output but teaching and advising took most of their time. Most of them are quite optimistic and 
are navigating the challenges for effective utilization of their human capital and contributing to 
society.       
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 Two repatriated individuals joined Technology University, which is a leading university 
for engineering education with more than twenty engineering disciplines. Two participants 
joined the computer engineering and mechanical engineering departments over a span of four 
years. Being a traditional university with strong administrative culture, this university is run on 
“old-school” principles. Both assistant professors faced hurdles in securing initial funding to 
continue their research. Cross-disciplinary research is rare, and most departments work in silos to 
promote their core impact. Being a leading engineering university, its research impact started 
moving up quite later. These repatriated assistant professors carved out spaces to navigate the 
university’s political culture and are now successfully leading 2-3 research projects. 
 The remaining repatriated Ph.D. recipients joined National University, Central 
University, City University, and Information University. National University revamped itself in 
the last decade. With its large endowment fund, it is spending a significant portion of its budget 
on research and development (R&D) activities. One participant, Dr. Jalal, reported a good 
support experience in the onboarding process, but experienced difficulty in collaborating across 
engineering disciplines. Later he found it quite difficult to work across other departments to 
utilize his research scope. He led many initiatives and transferred his skillset to students in 
organizing conferences and campus-wide events. Information University is the newest of the 
universities under study, with a pure focus on information-related technologies and applications. 
It is developed on the modern U.S. model and emphasizes public engagement, solution 
development, and entrepreneurial spirit. City University started in the last 30 years as a center of 
excellence in select engineering disciplines. Dr. Aftab felt privileged to join this university, 
where he successfully completed many research projects in its open and conducive work culture. 
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However, he had complaints about the quality of doctoral students and the preparation he and his 
colleagues had to develop them in short time span of a four-year Ph.D.  
Synthesis of Transitional Experiences 
Most of these engineering Ph.D. recipients joined the higher education sector to conduct 
research, teaching, and some local projects. I only chose those highly valued individuals who 
joined public sector universities. I completed interviews with twelve faculty members who 
returned from the U.S. after spending two and half to seven years in the U.S. while completing 
their doctoral programs. All participants returned after completion of the Ph.D. without pursuing 
any employment and further research opportunities in the U.S. or any other country. Besides lab 
work in their core research area and teaching, most of them had industry work experience during 
their Ph.D. time frame in the form of internships and industry projects.  
All participants are stationed in different Pakistani public sector universities as assistant 
professors. Other than core teaching and leading research, they perform different service roles in 
their respective departments and fields of interest. They lead research groups, participate in 
different administrative committees, and oversee different initiatives. They shared mixed 
reactions about their work experiences after they joined their respective universities. Their 
experiences comprise a variety of positive, challenging, surprising, and coping experiences. The 
following sections present preliminary analysis and methodological notes.   
All participants shared that they had excellent academic experiences in the U.S. and felt 
that they earned prestige and contentment by obtaining a Ph.D. in engineering. These higher 
education experiences from different tier-I research universities of the U.S. not only equipped 
them with best knowledge and skillsets, but it also grounded different positive work values, such 
as passion for work, solution-driven thinking, time management, and managing collaborative 
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work. These values mostly helped them to pursue their career goals, but they were sometimes 
disturbed when they did not see these values in action among their colleagues, collaborators, and 
top management of their universities.  
They all expressed moderate to rich attunement to U.S. lifestyles and work environments, 
and it was a challenging transition to adapt to the work culture of Pakistani public sector 
universities. It took them 3-6 months to get used to the work routine and organizational culture. 
All of them showed great commitment to return to Pakistan due to fellowship bonds. They could 
waive the bonds and start careers in the U.S. or any other country, but they choose to return for 
emerging opportunities in the higher education and research arena of Pakistan as well as bonding 
with their family, national identity, and commitment to contribute to the nation.     
They had different challenges at their workplaces based upon their area of expertise. 
Engineering fields with a lot of experimentation and use of advanced technologies like Nano-
technology or hardware design may require major infrastructure and a continuous supply of 
resources. Resources are limited and can only be achieved after a rigorous and lengthy process. 
Eight participants from experimental fields shared initial disappointment with resource 
allocation, unclear acquisition policies, and good teamwork. It took some time to navigate the 
system and manage the project accordingly.  
All participants had international research collaborations with their Ph.D. advisor and 
other people around the world. It was quite convenient for them to communicate with global 
teams with inexpensive communication channels. Most of them reported challenges 
collaborating with local colleagues. Lack of trust, ineffective communication, and slow pace of 
work are some key challenges for collaborating with other colleagues in public sector 
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universities. All participants spent one to five years at work after return and had gone through 























This chapter contains qualitative interpretation of the repatriation experience of 
engineering Ph.D. recipients returning to Pakistan from the U.S. This study is grounded in 
repatriation adjustment research and answers the principle question: How does the post return 
experience look like for Pakistani citizens who completed their Engineering PhDs in United 
States? Capitalizing on basic qualitative research, interviews were held with twelve faculty 
members of engineering disciplines. This chapter presents the result of the data gathered through 
interviews. Based on in-depth interview analysis, this chapter reviews the themes from the 
participants' responses. These themes are artificial categories for interpretation of results and all 
themes are interrelated.  
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Detailed data analysis concluded with four themes, which present participants’ collective 
understanding of their repatriation and readjustment experiences at workplaces. These themes are 
Ph.D. Scholars were Surprised by the U.S. Education System, Reintegrating back to Pakistani 
Academic Environment was Quite a Challenge, Circumventing Administrative Challenges is the 
Only Choice, and Readjusting Their Mental Models to Cope up and Thrive. The following 
section explains the adjustment experiences in this order. 
Table 3 
Themes, Subthemes, and Descriptions 
Themes Subthemes Descriptions 
Ph.D. scholars were 
surprised by the U.S. 
education system 
 
Inspiration for higher 





experiences at U.S. 
universities  
 
Advisor became a role 
model for their career 
 
Challenging but 
rewarding work routine 
during Ph.D. 




Their inspiration to finalize the U.S. to 
earn a Ph.D. It covers complete process 
from their interest to manage a 
fellowship process by a sponsoring 
organization.  
They had variety of positive academic 
experiences in their U.S. campuses that 
transformed them academically for high 
quality teaching and research. 
Their advisors inspired them with 
professional values, rigor, academic 
opportunities and a lifelong bond.  
Their work routines shared, how they 
managed work and life during their 
Ph.D. program.  
All co-curricular activities to enhance 
academic experiences and extend to the 
application of new knowledge from 
graduate studies. 
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Table 3 continued 
Themes Subthemes Descriptions 
Ph.D. scholars were 
surprised by the U.S. 
education 
(continued) 
Reintegrating back to 
Pakistani academic 
environment was 











of research culture 
 








Difficulty in managing 
local collaborations 
 
Any type of planned effort by 
repatriates, and other stakeholders. (e.g. 
U.S. alma mater, employer university, 
HEC Pakistan, etc.)  
Performance evaluation system is not 
offering a balanced preposition to 
recognize and evaluate faculty 
members. (Emphasis on one perspective 
and leaving others with lesser value) 
Positive changes in research culture at 
national higher education level, institute 
and department levels.   
Any increase in regular job duties and 
role additions without offering 
necessary resources and due 
compensation. 
Unavailability of regular numbers of 
graduate students pursuing M.S. and 
Ph.D. level research and can work with 
faculty members in their research. 
Any problem in engaging other 
colleagues from own department and 
across other departments and 
universities in collaborative research 
projects as well as getting their 
commitment to complete the project in 
a planned fashion 
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Table 3 continued 
Themes Subthemes Descriptions 
Circumventing 
Administrative 


















Mental models to 
Cope up and Thrive  
 
Resuming routine in a 










is mismatched with 
acquired skillset 
 
Lack of support 













Any changes, repatriates found in 
themselves in terms of shifting to local 
routine and their attunement to U.S. 
routine. Changes in Pakistan, they 
found upon repatriation. 
Any delay in accessing and receiving 
due services and resources from 
organization and national pool of 
resources like grants, training, awards, 
etc.    
Alignment of compensation package 
with new career portfolio (Package 
initially set for an extended time when 
they resume service). 
Any form of support for returning 
scholars that can facilitate their 
adjustment (Training, recognition, 
onboarding, socialization, special 
allowances, etc.) 
Referring to the U.S. in daily routine 
and compare ongoing circumstances 
with similar events you experienced at 
the U.S.  
Any change in previously held work 
values with the U.S. exposure as well as 
reinforcement on any professional 
values of daily conduct (e.g. 
punctuality, ethics, mentoring) 
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Table 3 continued 
Themes Subthemes Descriptions 
Readjusting Their 
Mental models to 
Cope up and Thrive  
 (continued) 
 
Low to moderate 





The extent, repatriates expressed their 
satisfaction in utilizing their newly 
acquired human capital as planned. 
Use of any formal and informal effort to 
cope up with everyday challenges at 
work and in daily life. 
Theme 1: Ph.D. Scholars Were Surprised by the U.S. Education System 
Coming to the U.S. for the Ph.D. was a positive experience for all participants and all 
those academic and non-academic experiences played a key role in their subsequent repatriation 
experiences. This theme is presenting their academic journey in the U.S., how they experienced 
graduate engineering education in tier-I universities of the U.S., their future career preparation, 
and repatriation to Pakistan. All of their pre-repatriation experiences transformed themselves 
with a great skillset and exposure. Dr. Jalal identified some key factors of his phenomenal 
academic experience at the U.S. university: “Advisor is so supportive, academic environment is 
great, funding is streamlined, and good number of Pakistani students were there.” Another 
participant, Dr. Saeed, summarized the overall experience of completing a Ph.D. in the U.S.: 
Getting education in technical areas from the U.S. is unparalleled…. Professional 
experience and exposure that we get in the U.S. is not available in Pakistan. I had the 
chance to interact with people from many countries and from different backgrounds. I 
also met with different professionals in industry. So that exposure, how things are done in 
the U.S. like project acquiring and being completed there. I think, this is one advantage of 
doing degree from the U.S. 
Seven subthemes are presented that encompass their complete expatriation journey, from 
planning to go to the U.S. for advanced graduate degrees to their repatriation to Pakistan. The 
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first subtheme addresses the start of the participants’ journey and how they built an interest in 
traveling to the U.S. for their Ph.D. The subsequent subthemes highlight their academic 
experiences as well as their work routines in the U.S. These themes of academic experiences and 
work routines during the Ph.D. share how they developed personally and professionally during 
that time, as well as their overall impressions of life during their stay. Their overall life 
experiences describe how they managed work-life balance and their experience of the U.S. 
lifestyle. Finally, their pre-repatriation preparations are described.  
 
Figure 5. Theme 1 and its seven subthemes 
  Inspiration for higher education in the U.S. All participants shared that the quality of 
engineering education is the main driver to pursue their advanced graduate degrees [M.S. and 
Ph.D. or Ph.D. only] in the U.S. The United States is leading the world in science and technology 
and inspired all of them to consider it over other available opportunities of higher education in 
other countries. Higher education in the U.S. is considered prestigious and highly valued; as 
most of them observed, U.S. universities are highly ranked for their research rigor, resources, 
Ph.D. Scholars 
were surprised by 
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and high-quality faculty. Four participants had master’s degrees from foreign countries other 
than the U.S., three from the U.K. and one from South Korea. After earning their master’s 
degrees, they planned to pursue doctoral education in the U.S. Dr. Imran shared, “for my 
graduate studies, I started from the U.K. with master’s, after coming back to Pakistan, I thought 
to select some best country.” Different positive learning experiences from some developed 
countries set a higher benchmark for them to pursue a Ph.D. in the U.S. 
Since 2001, Pakistan has been experiencing higher education reform, during which 
higher education leaped forward in all areas, including number of universities, enrollment 
analytics, number of Ph.D. faculty, and research infrastructure. The Higher Education 
Commission of Pakistan started many initiatives, including developing faculty members with 
foreign academic exposure. The HEC made strategic alliances with foreign universities and 
governments to send Pakistani students abroad for graduate degrees. The HEC also guided many 
local universities to strengthen ties with foreign universities to benefit from research 
collaborations as well as sending faculty there for advanced degrees. USEFP manages the 
Fulbright program and selects talented Pakistanis for advanced graduate degrees in areas in 
which Pakistan needs capacity building.  
Seven participants secured HEC-channeled sponsorship from their employer universities, 
while five participants completed their doctoral degrees on Fulbright fellowships. The higher 
education labor market has become more competitive, and the Ph.D. has become part and parcel 
of starting and continuing a career in Pakistani universities. This external environmental stressor 
along with their passion for higher education drove them to obtain the best possible Ph.D. 
degree, and the U.S. turned out to be their first choice. All of them actively pursued fellowships 
specific to the U.S. It took them a year or two to complete the fellowship and admission process 
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to join their U.S. alma mater. “When I joined [the university], Ph.D. was a requirement to get 
promoted. At that time, a lot of people are going for higher studies” (Bisma).  
They were all attracted by the brand of being qualified in engineering fields in the U.S., 
as it is considered a leading country. The social recognition of U.S. qualifications in Pakistan and 
their employability across the world are key factors shared by the participants. Foreign education 
and training in developed countries, especially the U.S., is considered as a status symbol for 
some of the participants. They are attracted by the variety of research areas in their engineering 
disciplines, from emerging areas of deep learning, nano-technology, architectural engineering, 
and cloud computing to new applications of existing research areas. After many deliberations, 
Rohail switched to a research topic on deep learning that he described as “in nascent phase” even 
in the U.S. So, their decision to come to the U.S. for the Ph.D. proved to be a good choice for 
them, as they had enriching academic experiences and career preparation.    
Enriching academic experiences in the U.S. All participants reported fulfilling 
academic experiences due to the quality, professionalism, openness, diversity, innovation, and 
resources of their respective universities. They all described their experiences with positive 
words like excellent, impressive, fulfilling, beyond expectations, inspiring, and life-changing. 
Touqir shared with excitement that “U.S. was an eye opener for me. Research part of [a 
graduate] program helped me develop myself.” With their preliminary research for admissions, 
word of mouth, and listening and reading the stories of past U.S. graduates, they had a good idea 
of U.S. education, its competitiveness, and research culture in graduate engineering education. 
This prior information helped them form their expectations.  
This was the first foreign trip and first exposure to a different academic culture for most 
participants. They spent a good number of years in their late twenties and early thirties pursuing 
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the Ph.D. and reported excellent experiences of studying, living, and working abroad. Saim 
shared that, “I went for a degree and exposed to [a] way of life.” Asif, who had a master’s degree 
from the U.K., shared his academic exposure:  
When I started my Ph.D., I don’t know from where to start. Quality of education is way 
way higher than other parts of the world. Most engineering students in the U.S. focus on 
mathematical knowledge that is not the part with rest of the world. So, I spent 6-8 months 
to cope with mathematical knowledge of engineering. With time, it got very interesting. 
Quality of education, professors and research laboratories where you conduct research 
that is very good part in [the] United States education system. 
 Ph.D. programs at U.S. universities are quite robust, with relatively high course loads. 
Most participants enjoyed taking courses and engaging in collaborative work with other 
departments. The variety of courses in core and other affiliated departments helped them 
visualize a research problem from multiple perspectives. So, they are exposed to numerous 
pedagogical and research practices that inspired them for their own teaching and research. 
Ahmed described his learning experience: “I have learnt many new things in teaching and in 
research, research and teaching methodology besides academic tools from advisor, from 
university, from other teachers.” Four of them had the opportunity to be teaching assistants and 
instructors during their doctoral studies. These experiences under supervision polished their 
pedagogical practices. Dr. Shirazi explained his experiential learning from teaching jobs at his 
U.S. university:    
I was teaching assistant for few math courses, they also helped me academically. So, I 
had really exponential growth in terms of academic training, how to grade a homework, 
how to write the exams and course learning objectives. I think, when you are writing the 
course content, they should really be reflection of the course learning objectives. I would 
say, as a whole, it was a really good package. Like academically, I learnt how to do 
research to get multiple ideas from different fields. 
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 The academic environment of U.S. public sector research universities played a key role in 
their personal and professional development. Other than academic experiences, support systems 
were in place to meet the academic needs of students in a profound way. They enjoyed being 
exposed to learning management systems, integrated support systems, and excellent customer 
service. Other than support from their U.S. university, one sponsor organization, The Fulbright 
Program, helped their scholars throughout their academic journey. Dr. Jalal shared, “Support 
mechanism of the Fulbright is so good, and everything is on time, they just told us after doing the 
job. They take care of most of our needs.”  
Advisor became a role model for their career. Almost all participants expressed the 
role of the advisor as a core element of their doctoral journey. Most of them had great mentoring 
relationships with their advisors who helped them navigate one of the key milestones of their 
lives. Advisors helped them set the strategic direction of their research agenda and coached them 
through the operational details of the Ph.D. Advisors of all participants had research labs, where 
they spent most of their time during their doctoral programs conducting research. These advisors, 
along with other faculty and committee members, inspired them to be true researchers and 
academicians. Advisors became living examples for them with their professionalism, 
compassion, hard work, and contribution to their field. Dr. Hussain shared that “they [professors] 
knew so much about their topic… Their knowledge and skills were a huge inspiration and that’s 
why I did an extra master’s. I want to be like them.” A participant expressed his developmental 
experiences with his advisor:       
The study experience was one of the best experiences, I could ever have. I give the credit 
to my advisor… The way he trained me, he gave me a very diverse experience, especially 
in Ph.D. In Ph.D., typically most of the people go to the lab, sit in the lab and solve their 
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problem, but my advisor introduced me to people working in different areas. He also 
leveraged me to do other things outside the lab. I was part of American society of 
engineering education. I was president and then vice president, I was part of university 
initiative on vision 2025 of innovation. It was really very diverse experience, from 
research to academics to leadership. (Rohail) 
These experiences encouraged participants to be good human beings, great researchers, 
and contributors to the field. These advisors not only supervised them in their main research 
area, but also guided them to other complementary experiences to offer a holistic academic 
experience. Advisors helped them to set new mental models for research and teaching by 
building and maintaining a focus. Asif shared his advisor’s philosophy to enlighten his doctorate 
journey and professional life: 
When you should go back to your country, before that I want you to have breadth and 
depth of knowledge and you should broaden your mind. You should not be a narrow-
minded person. This was a positive change, I bring with. 
These are some takeaways that most advisors and academic programs required from all 
their students, including these students from developing countries on fellowship. They offer 
individual attention to their advisees and prepare them as per their career goals and current 
scholarship trends. Besides supervisors or main research professors, most participants shared that 
other committee members, faculty members, graduate committees, and university support offices 
offered great help. Momin described his experience at Southwest2 University: 
When I went to the U.S., there was professionalism in people and when I am doing my 
Ph.D. thesis, they were helping me a lot. I have a mentor and two committee members. 
They worked on chapter wise, that was very good things from them. They checked my 
work 20-30 times…..Even my dean was very supportive in my theory and all work… My 
dean personally checks my thesis and he also checked every thesis. That was the 
difference, there is quality improvement. 
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Challenging but rewarding work routine during Ph.D. The Ph.D. experience turned 
into more than a full-time job for most participants, and they all reported some extended working 
hours and sometimes work on weekends and semester breaks. Dr. Usmani concluded that “it 
[Ph.D.] was a good journey but really time taking.” Alongside extensive coursework, these Ph.D. 
scholars experienced pressure to spend most of their time working in labs. Four participants have 
very tight timeline of three years due to fellowship terms that required from the U.S. university 
and their advisor to devise a fast track study plan for them. This plan created significant burdens 
for participants. Atif is one of those four participants on fast track who shared the challenging 
work routine:  
I had a tough work routine. I worked day and night with no weekends. If we need a 
weekend off, we need to ask professor. We don’t have any summer vacations or semester 
breaks. It was hard to manage life with family. We have to spend 9-10 hours in the lab 
and weekends as well. So, in this regard, my wife was suffering, my kid was suffering. 
Those things brought tears in my eyes.  
 Another, more balanced perspective is shared by two participants, who shared that they 
developed a good work routine from 9AM to 5PM. They planned to complete all of their work in 
that time and managed a good work-life balance by spending free time with family and friends. 
This variety of experiences shaped their personalities; three participants shared that patience is a 
key takeaway from the U.S. work routine, whereas another participant highlighted the habit of 
hard work that he built from his U.S. academic experiences.  
They enjoyed variety of professional development opportunities. The campuses of 
U.S. research universities brought avenues of professional development with co-curricular 
activities. Students participated in many research-related clubs, forums and platforms in their 
core areas as well as in interdisciplinary areas. They also had the opportunity to interact and 
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work with students and professionals from different backgrounds. One participant shared his 
general interaction experience from Ph.D. journey:  
I interacted with people from different countries. From Germany, from Russia, from 
India… There are many people from many different cultures and one thing is in common. 
We respected each other, we respected everybody else’s culture. (Younus) 
These experiences opened participants’ minds and helped them develop a global 
perspective. Based on those professional and casual encounters, they developed skills to 
negotiate and manage collaborative work during and after their Ph.D. There are many 
enrichment experiences where graduate students visited different organizations and met with 
accomplished professionals from industry in their campuses. Most of them also had the chance to 
attend conferences in the U.S. or abroad while presenting their research endeavors. Some 
participants shared their leadership role in professional societies and how they represented their 
department in those events. Three participants had the opportunity to do internships at major 
companies, which helped them to exercise their knowledge and polish their research. Dr. Saeed 
shared his professional development experience.  
In four years span of Ph.D., I did two internships one in Texas Instrument and [other in] 
Apple, I made several contacts over there, I got chance to learn a lot from those big 
corporations. So that helped me brighten my professional and technical skills…. During 
my Ph.D., I got chance to travel to eight European countries for conferences. 
Exciting life beyond university. Participants shared that they led interesting lives in the 
U.S. beyond their routine academic responsibilities. Almost all of them graduated from large 
enrollment campuses of research universities, mostly situated in serene college towns. Most of 
them enjoyed positive social experiences with lab fellows, class fellows, and other friends 
beyond their departmental activities. They also participated in different university events as well 
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as initiating events where they interacted with other students and public. These were excellent 
opportunities to experience the social life of the U.S.:    
Social life was very good. In an American university, there are many programs and 
organizations where you can cope up. We were the first Pakistani students in that 
university, we conducted Pakistan day event there, cultural show over there and we also 
participated in some international students’ nights. We also conducted kite festival there, 
it was the first kite festival in the history of university. Because of these events, social life 
was very good. These events supported us to share our cultural thoughts with native 
people living there… There are 25-30 Pakistani [students] there and they make sure to 
have one event per semester. (Asif) 
Local chapters of the Pakistan Student Association (PSA) were present in all universities, 
and participants positively recalled organizing different events to showcase Pakistani culture and 
inviting locals and other international students to join celebrations. Most participants were very 
active and, being senior students in their program with a commitment to serve, four of them 
reported serving in executive bodies of their PSA.  
 Living and studying in the U.S. gave them a great opportunity to explore this vast land 
and experience different natural wonders and metropolitan hubs. All of them visited many other 
states; two participants shared visiting more than 30 states in the 3-4 years of their Ph.D. stay. 
Dr. Imran shared, “I visited 35-40 states in my four years’ stay. I missed that journey part.” 
Seven participants were joined by their families during their Ph.D. Support from the family was 
quite fascinating with their regular support, as Dr. Naqi shared: “settling with family was 
different experience. Doing time management with family is more difficult.” Dynamics of 
socialization are changed when lived with a family where Ph.D. students mostly socialize with 
other students and locals with families.   
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Underestimating pre-return preparations. All participants shared some form of 
communication that their sponsored organizations maintained with them during their Ph.D. For 
most participants, these communications were infrequent and intended to obtain updates on each 
Ph.D. scholar’s progress. They informed their employer universities and sometimes HEC about 
their tentative completion of Ph.D. and subsequent departure to Pakistan in a timely fashion. 
They did not receive any pre-return preparation or support from their employer university of 
from the HEC. Some participants felt that the HEC and their universities didn’t consider their 
repatriation an important matter and overlooked developing any potential training, mentoring, 
and support services. In some instances, their U.S. alma maters offered optional repatriation 
workshops. Most of these Ph.D. qualified future faculty members did not believe it would be a 
challenging process and prepared for this important life transition independently.  
 The Fulbright program has a rich history of managing students on cultural exchange with 
their network and highly synchronized systems. USEFP, which used to manage Fulbright 
fellowships in Pakistan, was quite focused in supporting their fellow students. The Fulbright 
program office in the U.S. also used to have regular programs and conferences at the national 
and regional level where students can network with the Fulbright scholars from all over the 
world. They also had a basic training program for graduating students before re-entry to their 
home countries. One Fulbright scholar shared his experience:   
Fulbright arranged a re-entry seminar. When a person is about to graduate, during the last 
semester, they have to attend a re-entry seminar. That will prepare you for a reverse 
cultural shock. How to adjust back in Pakistan. As for as Pakistani government, 
university and any organization is concerned, there is no such training for returning 
graduates. (Younus) 
Summary of “Ph.D. scholar were surprised by the U.S. education system”.  This 
theme captured the key events of participants’ lives during their time in the U.S. Mainly they 
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report positive experiences of living and studying in the U.S. Studying in the U.S. for advanced 
degrees in engineering was a challenging as well as rewarding experience. These expatriation 
experiences had a strong impact on their lives and became a point of reference for judging other 
aspects of their lives after they return. They all had these experiences in their late twenties or 
early thirties where they spent a significant amount of time immersed in the U.S. routine and 
work ethic. These experiences impacted their perspectives as well as their approaches to work 
and life. This prolonged foreign exposure helped them shape their professional identities as well 
as the role they want to play in their personal and professional lives. Pre-repatriation preparations 
are highly needed but underestimated by their alma maters and sponsoring agencies/employer 
universities. 
Theme 2: Reintegrating Back to Pakistani Academic Environment was Quite a Challenge 
All participants joined academia after their Ph.D. and attempted to transition to the 
academic environment of Pakistani public-sector universities. Their adjustment to academics was 
one of the most prominent themes, as all participants joined their current universities with higher 
expectations and they tended to compare their current work experiences with U.S. academic life. 
They have to pursue new work roles in a changed organizational environment and while using 
their experiences in the U.S. as a point of comparison. Participants report a myriad of adjustment 
issues: 
Workplace culture is totally different. People spend most of their time gossiping. For 
Ph.D., there are not enough facilities. In U.S., when a fresh Ph.D. joins a university [in 
the U.S.], he gets a grant from NSF to start his research. Here, we are lacking this funding 
opportunity. For a fresh Ph.D., he needs some funding to set up a lab to attract some 
students. [Here] hardware or infrastructure part is missing… there are not many licensed 
softwares available to validate [research] results. Most of the journals requires validation 
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of the results before accepting any work in the journals. These facilities are missing. 
(Atif) 
 This synthesis of adjustment experience of a participant in general academic environment 
captures work challenges, most participants experienced. The following subthemes reflects their 
local work context, organizational processes and perspectives, Biased Performance Evaluation 
System, Academic Challenges, Job Demand Expectations, and Difficulty in managing Local 
collaborations 
 
Figure 6: Theme 2 and its five subthemes 
Biased performance evaluation system. Pakistan went through higher education reform 
where most emphasis on faculty was to publish or perish. Article publication pressure exists in 
all fields even though some disciplines relies on alternative ways of research output like patents. 
Research-biased evaluation criteria make it easy for the HEC and universities to measure faculty 
performance without taking into account individual disciplines and publication timelines. Dr. 
Usmani shared, “everyone is different, everyone is not meant for research. They are pushing all 
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the people on same note, it is hard for them, many people haven’t published yet.” Evaluating 
faculty solely on research output hampers the innate abilities of faculty members to perform 
exemplary teaching and contribute to their core job of teaching. Most of them have 2-4 courses 
to teach every semester and it is hard for them to cope with research quantity pressure while they 
are trained to maintain high quality in their research. Two participants shared their adjustment 
experience to this biased system:  
I think doing PhD is not about being a researcher, it is to improve your teaching skills. 
Basically, you have to become a facilitator, but we are running on the wrong side over 
here. They are loaded with courses at the last moment. They don’t know the course and 
when they understand the course, time is finished. Research is not all the thing. 90% of 
the research in my field is in patents, 10% of our research is published in research papers. 
(Momin) 
They expect faculty to work from 8 AM to 8 PM but you will not get the reward in 
return. When you see lack of conditions, so you think, why should I work? If I am a PhD, 
I have a lot of opportunities. If you are on a one certain point, they are pushing you to 
publish two impact factor articles in one year. They just put this limit for an individual to 
be on TTS rank. So, in 5 years, you have to go for ten ISI impact factor papers in HEC 
recognized journals. That is impossible [in many fields]. Many people are leaving 
because of it. You will not be promoted if you will not publish the papers. (Younus) 
 This situation quite disturbing for most participants because research publication process 
varies a lot across engineering disciplines and universities are pushing them towards research in 
terms of quantity. This situation warrants them to compromise the quality and impact of their 
research. Universities and HEC also failed to account quality of teaching, student mentoring and 
administrative duties in the equation of faculty members’ performance.  Higher emphasis is 
placed on research that is easily trackable with publication output. Dr. Shirazi echoed his 
concern, “the research is heavily emphasized by 70%. Your evaluation is based on your research 
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and your research activities. And 25- 30 percent based on your teaching expertise and or teaching 
outcomes teaching feedback.  
Moderate transformation of research culture. The research culture in Pakistani 
universities has been transformed in recent years with HEC initiatives in all areas of higher 
education like national priority on research and development. As Rohail brought attention to new 
initiatives, “Recently four centers have been established, especially in my areas. Center of AI 
[Artificial Intelligence], Center of cloud computing.”  These national level strategic initiatives 
offer a platform to conduct and collaborate on research. Universities are evolving as osmosis of 
academic cultures that those foreign trained doctorates brought back from different countries 
including the U.S. Most participants also shared their concern of slow development of research 
culture due to local work values, less cohesive initiatives, and timely resource availability.   
Culture of research is developing here, it will take few years at least, may be a decade. In 
last decade, Pakistan made a lot of progress in terms of research. Now if you look at the 
publications, impact factor, good journal publications, they have increased exponentially, 
but still, we are very behind in terms of developing that excellent culture of research. [In 
my U.S. university], first priority of people was to think, and to explore. They are so 
passionately involved in thinking and exploring. If you go to that culture, you 
automatically love to explore. That part is still missing here. If we develop this culture, 
then Pakistan can attract students from other countries. (Asif) 
 These are some important areas in which universities are making key improvements. Due 
to scarcity of resources, universities need to arrange different resources, bringing forward a need 
for national pool of resources scattered around the country, or to create specialized institutes and 
centers with the necessary infrastructure. Faculty members in experimental fields need to send 
their work to other countries to complete their research process, which takes time and may affect 
the quality of research results:   
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I published a paper, where I got some work done in Australia. I had to send some of my 
work to Turkey for some advanced work. Without those collaborations and assistance, 
publishing your work in very good journals would be a challenge. We are still managing 
it, but it takes more time for experimental researchers like me, as I have to conduct a lot 
of experiments. But if you are a theoretical person or rely on computational work, those 
challenges would not be there. (Shakor) 
Higher job demand expectations. Job demands expectations are list of duties that HEC 
and their employer engineering universities/departments requires them to start from first week. 
Universities expected that they came with a rich network of collaborations and can streamline 
foreign funding easily for local projects in their universities. Their department have this general 
expectation that after rigorous Ph.D. experience in the U.S., they can easily teach any course or 
can part of any local collaborative project. There was no communication about setting these 
implicit expectations while participants were Ph.D. scholars. On the other end, all repatriated 
professors have a unique area of research and exposure to teach in their specialized areas.  
Repatriates shared the concern of assignment of multiple courses outside their core research or 
hindering them to develop a new course. One participant expressed his concern for job demand 
expectations and job resources availability. 
When we went there [the U.S.], we got good labs, resources, the moment we come back, 
we started story from same point. Train is still there where we left. There are no labs, 
equipment, funding, but institutions are expecting that you will be producing same class 
work that you produced over there in PhD. That’s a big barrier. You didn’t get funding. 
(Younus)   
Most recipient departments of those U.S. qualified faculty members expect that they can 
recreate those learning experiences for their students in Pakistan to create a difference with other 
competing internal and external institutes without realization of organization support and 
 
     
 87 
available resources. One participant shared his experience of planning a course with online 
medium.  
So, first of all, in order to teach a course with particular software that course need to be 
approved from the Board of Studies which is likely a long process, it would take a year. 
And second thing is, you really need to justify as well that we have enough resources. 
(Tariq) 
Low numbers of qualified graduate students. Teaching students is one of the core jobs 
of these repatriated faculty members. They mainly teach students at undergraduate and graduate 
levels, supervise their research projects and mentor them for their professional role. Exposure 
from the U.S. inspired them to blend those teaching pedagogies and mentoring experiences and 
recreate them for their local students. Dr. Hussain shared his inspiring perspective,  
I have realized in my teaching career, if you teach the students well with full heart, they 
respond to you, they respect you. ...They value you so much. You feel like a small 
celebrity if you are a good teacher. 
 Students are the main stakeholder of higher education and they are in the center of 
transitioning higher education ecosystem of Pakistan. These participants got meaning of their 
work by teaching and inspiring those students at undergraduate and graduate levels. They also 
created experiential learning opportunities by engaging their students in different research 
projects. Their students, especially graduate students help faculty members in completing their 
research agenda. Dr. Faraz shared that: 
We don’t have many M.S. and Ph.D. students. We are lacking them. There are 30 Ph.D. 
faculty members and only 3-4 faculty members with 1-2 Ph.D. students. Even M.S. 
students are limited. Only two streams are running for M.S. degree. [So] the research is 
stagnant.  
 Half of the repatriating faculty members accounted academic system of postgraduate 
education a culprit that cannot engage qualified students to programs due to lack of a rigorous 
 
     
 88 
system. Government sponsored many students for graduate studies, but many universities are 
still experimenting with different work flows to monitor and evaluate research process. Dr. 
Usmani shared his finding.  
I am teaching PhD and M.S. students, there is huge difference. We don’t even have a 
graduate committee and complete process over here. Students are wandering here and 
there, and they are on scholarship. No one knows what they are doing?  
   Difficulty in managing local collaborations. To perform research around emerging 
problems of a research field, Ph.D. trained researchers mostly need to collaborate among their 
own field and across disciplines. With inexpensive communication and collaborative 
technologies, these emerging researchers also collaborate globally including their previous 
research group of their doctoral studies. These repatriates reported numerous challenges building 
and managing local collaborations. There are many reasons for this issue where Dr. Jalal shared 
his perspective. 
For case of engineering PhDs from HEC, picture is not that bright. Returning PhDs lack 
communication with other PhDs, Person who went from Gilgit and person who went 
from Badin have no link [when they repatriated]. They all got similar education but has 
no connection to collaborate. A lot of communication is lost. The Fulbright has a good 
mechanism where the Fulbright scholars got opportunities to network with each other.  
 The Fulbright program is a good example to benchmark to promote collaboration among 
local researchers by giving them opportunities to network and initiate collaborative research 
across universities and functional departments. HEC and all universities have to go a long way 
for facilitating and recognizing collaborative initiatives. There are some issues with ethical work 
values to synergies different skillsets of people to work on complex problems. A few participants 
shared less professional attitude of other colleagues with whom they planned collaboration.   
Still people are not open to collaborate. This is something I really felt a lot. The way I 
worked in the U.S., a lot of collaborative work. Outside my PhD, there were many 
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collaborations with other institutes and other people, faculty members. I don’t know why 
people are not open to collaboration. Even I started collaboration with 2-3 people. They 
were not willing to share anything. Some of people just want to get your idea. They just 
want to copy those ideas and implement themselves…. They are not sincere, not 
straightforward….. I tried to establish collaborative channels here, they didn’t work out 
that well. I am continuing with my old collaborations, that I was doing in the U.S. 
Technology is making a lot of things easy.  (Rohail) 
Academic departments made their own functional boundaries and don’t encourage across 
the departments teaching and research collaborations. They just want to promote their 
disciplinary agenda and be prominent with their own impact. Inter-departmental politics 
is also a hurdle. (Younus)   
 These are some challenges of lack of trust, nascent research culture, timely recognition of 
research productivity and contribution to the field and society. Higher benefits from their foreign 
training and exposure can be ensured if trust is cultivated and resources are allocated for 
collaborative projects of common good. Many participants are continuing with old collaborations 
while testing waters for new local and international collaborations. Around half of them reported 
active collaborations with their supervisor and network of friends from old lab. Bisma shared, “I 
am still in-touch with my supervisor and other friends/lab mates. Collaboration is still going on 
and we have a research paper every year.” 
Summary of “Reintegrating back to Pakistani academic environment was quite a 
challenge”. For their post-return professional career, they all transitioned from graduate students 
in the U.S. to a faculty member in a public sector university. Academic environments and their 
roles in both places were somehow different. They all experienced difficulties in re-adjusting to 
the same higher education system where they initially got their education and then teach. There 
are some incremental changes in higher education landscape of Pakistan as well as in public 
sector universities of Pakistan and there is a long way to achieve high performance research and 
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teaching culture with enough resources. These repatriated faculty members adjusted to their 
academic environment and routines after taking different time frames. They navigated research-
geared performance evaluation system, local research collaborations with low trust level and 
scarcity of good graduate students.    
Theme 3: Circumventing Administrative Challenges is the Only Choice 
All participations joined various departments at their respective universities. All of them 
struggled to adjust in work environments where lack of resources, transitioning infrastructure, 
and poor planning are routine. They want to continue the research productivity momentum that 
they gained during their Ph.D., but competition for scarce resources and their timely availability 
are key hindrances. This theme highlights administrative problems encountered at society, higher 
education and their organization level. When they returned and joined their universities, their 
onboarding involves their respective employer university, HEC and government. After 
onboarding, competing for scarce national pool of funds and organization level resources takes a 
lot of time and energy. Dr, Shirazi summarized this situation.  
Administratively, you have a really hard time because you are coming from a system 
where you're having everything really smooth. Here you have to follow up on every file 
or every application you are submitting.  
 This theme is discussed in three subthemes, Resuming Routine in a Slightly Changed 
Society, Administrative Delays and Mismanagement in Organization, Compensation Package is 
Mismatched with Acquired Skillset, and Lack of Support Mechanism for Returning PhDs. 
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Figure 7: Theme 3 and its four subthemes 
 Resuming routine in a slightly changed society. The overall environment of Pakistan 
has changed quite a lot in past two decades with more exposure to media, growing information 
technology use, inflation and education levels. All participants got their initial higher education 
from Pakistan, and had work experience here, but after spending few years in the U.S. and in 
different working environment, they are having quite different encounters. They attuned to U.S. 
work culture and routines and it is difficult to readjust back to similar culture that also 
transformed politically, economically, socially and education wise. After enjoying better quality 
of life even as a graduate student and researcher in the U.S., many returning scholars complained 
about increased traffic, slowly improving civil infrastructure, poor and non-professional health 
services, confused school system and fluctuating law and order situation. Most of them were 
readjusting with their families and it doubled the adjustment challenge A participant shared his 
concern about inflation and lifestyle.  
Inflation became a major issue in last four years, when I went to U.S., dollar was Rs.94 or 
now it is $120. Even if we don’t put a conversion, [The] U.S. is much more cheaper for 
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buying goods than Pakistan.….Income is not comparable in Pakistan, what we can earn 
in the U.S. (Ajmal) 
 The country went through many changes, but there is poor planning to harness those 
changes for great benefits of society. Different units of government and policy making institutes 
are not aligned to manage supply and demand of professionals. Momin shared that “More and 
more PhDs, job market didn’t grow to accommodate incoming PhDs.” So, this academic labor 
market dynamics placed a lot of pressure on incoming PhDs to produce high quality research 
studies from early career with limited resources by competing for diminishing national pool of 
grants. Dr. Jalal shared his perspective:  
When you returned and newly inducted at Pakistani university, it may take time to scan 
the environment, how things are arranged. HEC also require you to start producing the 
work of same quality [that you produced in the U.S.] without the realization of current 
funding and infrastructure.  
Administrative delays and mismanagement in organization. Pakistani universities 
were joined by many returning faculty members in previous years and there is a lack of planning 
to absorb more returning PhDs by placing them in a decent work space and provide other basic 
facilities to initiate their teaching and scholarship. Most participants joined back their previous 
employers due to some legal bindings and they found it quite challenging for timely onboarding 
and placement.  
You have to wait for 8-10 months for an appointment letter, [I] waited for six plus 
months to get an office space. And not able to teach the courses you have been training. 
You got training on some specific courses and then you are assigned to course which are 
not which are really the primary courses…First of all office space was the must because 
you have enough space that you can focus, and you are not distracted, you have enough 
space to do your research. (Tariq) 
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 Most participants shared ongoing administrative delays in routine processes of their work 
that affected their research productivity and quality. Repatriates who are engaged in hardware-
based research require high tech equipment and supplies to keep their research momentum but 
the administrative delays at the organization level and government level cause a lot of 
turbulence. So, participants compare their current research circumstances with the U.S. and 
adjust themselves with current practices.  
In the U.S. much more facilities, better systems to get things done, research related 
procurement takes some time. Whenever we have to order some chemicals from abroad, 
it takes couple of months to get everything done. Sometimes, you have to get import 
licenses and clearances for different chemicals, country of origin issues, if they are not 
from a country, Pakistan has good ties at the moment, we can’t import from there. If we 
find some chemicals from India at good terms, we can’t get them easily. In U.S., things 
are very smooth, and you can get your things easily in few days. (Shakor) 
. Compensation package is mismatched with acquired skillset. Most participants shared 
their concerns about financial difficulties, they encountered due to inflation, relative pay 
rationalization, delayed process of placement and pressure for research productivity. Half of 
them lived in their family homes, saving house rent and dividing other expenses. After the U.S. 
education, they compared themselves with local Ph.D. recipients and Ph.D. colleagues qualified 
from emerging economies. Pay equity is considered a big issue where the U.S. qualified faculty 
expects higher salary due to their efforts and employment opportunities abroad.   Two 
participants shared their experience. 
I am working in an area [Deep Learning], where I can get a lot of opportunities in the 
U.S. It was one of the highest paid area in the U.S. So, my mindset was developed around 
that. (Rohail) 
Financially there are not many benefits but academically you have more grip on your 
field in its breadth and depth because you have done Ph.D. with coursework. But 
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financially, there are no differences if you do a Ph.D. from here or from abroad. The real 
difference was 10 years back but not now. (Bisma) 
Few participants also shared their concern for pay rationalization based upon number of 
quality publications and their research impact in their field. They are not satisfied with 
compensation criteria that hardly accounts for quality and impact of their contributions in 
research and allied fields. Most participants shared initial challenges of contract negotiation and 
pay release after joining their department. So, it was hard to manage the living with family with 
pending pay for few initial months of service. Their rejoining and placement contracts were 
negotiated at university and at HEC level and comprise a lot of approvals. Universities took 3-19 
months in last four years to start the pay of repatriated faculty members. So, it was challenging to 
manage daily living expenses and living in a chaos and ambiguity. Many of them survived that 
time with family support and loans. Most universities expanded exponentially but didn’t build 
infrastructure to offer on-campus or nearby quality accommodation to all its employees. It was 
quite challenging for few of them to commute long distances or compromise quality of living. 
One participant got on-campus housing after proving his chronic health conditions as disability 
where he was unable to drive.   
Lack of support mechanism for returning PhDs. Returning scholars got fellowships 
for Ph.D. from U.S. after a competitive selection process and they all shared their contentment 
after completing a Ph.D. with rigor and quality. So, they built high expectations around that 
performance and their higher employability and global recognition due to new skillset. All of 
them expected recognition of their contributions and the hard work from the very start in terms 
of organization and social support from first day of their repatriation. Things found to be very 
different when they arrived and started integrating to work environment and social system. They 
were also going through a transition from accomplished graduate students to faculty members in 
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quite different environment. So, there was a need to have support system at national level as well 
as organization level. All repatriating faculty members shared challenges accessing and getting 
help from any onboarding and re-integrating program.   
There are different responses based upon joining an organization and time of joining. One 
third participants shared some positive steps of their employer universities where they had an 
effective system intact to welcome new faculty members and help them in onboarding. Most of 
them expressed that there was no support offered and they had to navigate all by themselves 
from socialization to getting necessary resources like office supplies. They also complained 
about higher work expectations without a realization that new faculty members are adjusting to 
system in first few weeks. Participants called this “throwing in a pond strategy” where returning 
employee can learn and settle soon in more work pressure. There are few instances, some form 
of training or welcome party offered but participants consider them a routine activity with a low 
value. Most participants managed their way in long run at their own and with some peer support. 
Ahmad concluded with the importance of onboarding and now he is quite adjusted and satisfied 
from his professional role after spending three years.   
Summary of “circumventing administrative challenges is the only choice”. These 
subthemes highlighted different challenges from broad national environment to organizational 
environment. Participants also consider the global job market while comparing their 
circumstances and professional careers with other professionals of similar portfolio.  Repatriated 
faculty members had to adjust to slightly changed overall environment, higher education 
landscape and their employer university. Bureaucratic processes are still aligning themselves 
with changed pace of development in higher education, research and development. Pay equity 
and pay rationalization according the global employability ecosystem need to be adjusted.  
 
     
 96 
Theme 4: Readjusting Their Mental Models to Cope up and Thrive 
Previous themes discussed the repatriation process from a broader perspective that 
analyzed the physical relocation of repatriates. On the other hand, psychological relocation 
looked at the internal outcomes of repatriates: how they understand, navigate, and reflect upon 
things and relearned local routines and practices. Dimension of cognitive and affective 
adjustment were quite salient in these interviews. Due to the diversity of this topic, I divided it 
into four subthemes: U.S. Experience as a Reference Point, Positive Change in Work Values, 
Low to Moderate Utilization of Skills, and Numerous Coping Strategies.  
 
Figure 8: Themes 4 and its four themes 
The U.S. experience as a reference point. With extensive stays in the U.S. and exposure 
to a different way of life, participants developed new frame of reference in which they compared 
ongoing experiences in Pakistan with their experiences in the U.S. All the participants returned 
to academic careers in Pakistan after being exposed to a developed academic environment. They 
also had exposure to everyday life in the U.S. and built routines accordingly. After repatriation, 
encounters at work and in everyday life were often disturbing to most of them. It took some time 
to adjust their frame of reference and came to a realization to make fewer comparisons:  
Readjusting their 
mental models to 
cope up and thrive
The U.S. 
experience as a 
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Positive Change in 
work values
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Once you are coming from a developed country to a third world country, you basically 
observe every minor detail, like talking from people’s experiences, how they drive on 
roads, how people interact, customer care. Customer care is really good in the U.S. that is 
not that present in Pakistan. Wherever you go, people try to help in the U.S. That is not 
the case in Pakistan... If you have to go to a public office for a work, you have to go there 
at least 2-3 times, even after hectic commute, your work may not be completed. (Amjad) 
In their academic settings, all participants shared resource scarcity and team cohesiveness 
for research that they experienced in the U.S. The Pakistani higher education sector has 
transformed in the last decade and universities work to keep up with world standards, but there is 
a great need to push universities to the next level with conducive research practices and 
resources. One participant shared his experience navigating the challenges of developing 
infrastructure. 
There is no comparison for U.S. in research facilities, although we have very good 
facilities, but for high-end facilities and equipment, that can help us publish our research 
in top journals.  For those high-end technology tasks, we usually have collaboration with 
universities and professors abroad. (Shakor) 
 These repatriating scholars make comparisons to their Ph.D. fellows who started careers 
in the U.S and other countries and the advantages they have there. With similar skill sets, they 
compare their career circumstances with opportunities in the U.S. and in the global market. Dr. 
Faraz shared concerns that we have “not enough grants to sponsor PhDs. No one [student] comes 
for Ph.D. as it is hard to pay for Ph.D. expense. In U.S. PhDs [faculty] have PhDs [students] who 
work for them in research. [Here] they expect 2-3 journal papers and for that we need students.” 
These faculty members also had experience of Pakistani higher education as students and faculty 
members. They not only compared the U.S. experience to ongoing experiences, but also made 
comparisons to previous experiences and pledged to implement those good practices in their 
teaching and research, they have learnt from the U.S. exposure.  
 
     
 98 
There is a huge difference between Pakistani higher education and U.S. higher education. 
There was greater difference in supervision. I did my BS and MS thesis in Pakistan and I 
barely have any supervision over here. Other than there were not any fair rules, when I 
was giving my MS thesis defense in Pakistan. There were so many problems. When I 
went to the U.S., there was professionalism in people and when I am doing my Ph.D. 
thesis, they were helping me a lot. (Momin)  
All repatriated faculty members also shared how they addressed concerns about their 
overall cultural readjustment by absorbing changes and altering their frame of reference. They 
compared health, education, infrastructure, ethics, and other positive values with the Pakistani 
environment. As Saim concluded, “moral values of the U.S. are higher than Pakistan. That was 
the main thing, you have to adjust to.” Another participant explained his adjustment experiences 
and how U.S. education prepared them to think critically but also to adjust:     
In our health system, trust is missing. Doctors are prescribing you medicines without 
complete examination. This was initially very disturbing for us. In U.S., doctor will not 
prescribe you an antibiotic until he confirms with a test that you have bacterial infection. 
Whereas in Pakistan, if you will go to a doctor here with high fever, he will prescribe you 
medicine right away without any test. With time, we adjusted ourselves. In U.S., my kids 
born and grew up there and they enjoyed playing outside. Here, we can’t allow them to 
play outside due to safety situation. (Shakor) 
Positive change in work values. Participants’ work values encompass their philosophy, 
daily conduct of work life, and how they derive a meaning from their professional role. 
Academic experiences during the Ph.D. transformed their work values to a new level of 
professionalism. These changes in work values also helped them to adjust to Pakistani culture 
and work routines. In some instances, some participants found that these transformed work 
values brought some disadvantages in professional and personal life. Their U.S. academic and 
life experiences not only developed some values, but also reinforced many existing values, such 
as time management, patriotism, ethics, and contribution to society. Four participants highlighted 
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that they became patient with the training from the U.S. They learnt discipline, time 
management, intercultural skills, and flexibility from their experiences in the U.S. They also 
shared their uncomforting encounters and how they found themselves alienated sometimes by 
following new values: 
I became very punctual with time. If there is a 9’0 clock meeting, it means 9’0 clock. My 
first meeting, when I landed back was with some senior faculty member. They gave me 
time of 3’0 clock and nobody was there. I waited and waited, when he comes, he 
mentioned that he was not sure if it is 330. He told me other people are coming and we 
started at 4’0 clock. Eventually meeting started at 430. (Rohail) 
I was so used to work from 9-5 working environment in America. My lab was 9’0 clock 
and everybody leaves at 5. 9 to 5 means, you are working. Here we find very few people 
who are working [like this]. Hardly, they work till three or four. (Amjad) 
 Lack of professionalism and strong desire to contribute were found as few struggling 
areas where these repatriates have to navigate their work routines and continue with their 
research agendas. It was also expected from them by the HEC and their university department 
that they cultivate those positive work values in their work environment and become a change 
agent.   
Low to moderate utilization of skills. All participants benefited from Ph.D. fellowships 
in the U.S. with the condition that they return and contribute their human capital to their home 
country. They all realized that they were privileged to have a sponsored education experience 
where they invested their time and energy being away from their home. So, most of them shared 
their plans to contribute back by capitalizing on new knowledge, skills, and work values. Momin 
shared his passion to contribute back to society by making learning easy with development of 
educational videos for his students and general public, as he described: 
When you are a Ph.D., your only aim is not to teach the class that is inside the university, 
on people who are paying. It is really tough and hard when you are going over office. 
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You are recording everyday....You have to do something for the community. That I 
learnt, when I was in USA....It might take me 10 years to reach one lac [one hundred 
thousand] subscribers. It is your personal satisfaction. Few ripples will also create an 
impact. 
These participants benefited from this value addition in terms of their own research 
pursuits, better teaching, advising, and changes in organizational culture and research 
community. They helped their employer universities achieve better rankings based on their 
research contributions and student satisfaction, as well as by bringing about changes in research 
culture. Society at large reaps benefits, as engineering faculty train students as well as develop 
solutions to everyday problems with their research. Most of them are working on major projects 
that promote sustainable solutions at the local level. Dr. Usmani further shared how he utilized 
his skillset for all stakeholders and eventually the society: “I registered patents in medical 
imaging and biomedical engineering. Mainly for poor people. Brain tumor, developing softwares 
to study tumors in 3D.” Another researcher, Dr. Naqi also shared his project of innovating bio-
sensing devices to improve remote testing for dairy supply chains. This project is to improve 
supply chain of local raw materials originating from his city.   
There are some instances, where participants reported problems contributing to their 
employer universities and had difficulty gaining approval for research. These participants 
reported that their departments are not very active in teaching or conducting interdisciplinary 
research across departments. One participant shared how difficult it is to offer expertise across 
other departments: 
For utilization of skills, I have diversified research experiences and I planned to teach a 
course in chemical engineering, but it is not praised. Departments created hard boundary 
lines where they just focus on their impact in university or overall research 
arena. (Younus) 
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Numerous Coping strategies. All the participants learnt many soft skills like time 
management, stress management, project management, interpersonal skills, and confidence to 
conduct and present research. Ph.D. experiences also built confidence in participants due to the 
quality of education at U.S. universities, their exposure to advanced research, and their research 
productivity for developing solutions. They shared numerous strategies to answer other people’s 
curious questions about their return. One quarter of them are staying calm and patient with 
people and different ongoing experiences. Dr. Hussain shared his coping strategies: 
First year was toughest. One thing I brought from the U.S. that was my habit of hard 
work...This habit kept me going for longer than I can think of. Time starts to move faster 
when you are busy… Now I am in my 4th year and I am really settled. I am doing 
something I really love. Habit of hard work keep me going and help me adjust 
emotionally. 
 Professionalism and strengthened work values became key to their commitment to work 
and stay focused. Dr. Naqi labels his work routine “parallel processing” to stay busy in work and 
manage a good time with family and hobbies. Participants also shared how they managed to 
effectively plan their study, so that they could reduce stressors upon arrival. Many repatriates 
shared problems regarding resource availability and modern laboratories that may take time for 
universities to achieve. Dr. Anwar shared his strategy from the very start with backward design 
view:  
 If you do a Ph.D. in hardware design, nano-technology, I saw these people crying a lot in 
Pakistan, we don’t have labs, we don’t have grants, how do we research? Even in the 
U.S. there are 5-10 universities who have nano institutes. I pick an area [Deep Learning], 
so, I can continue even I go back… You need to give time to yourself, to give yourself an 
idea to get used to it…... One thing is very clear to me whether I am here or in [the] U.S. 
Amount of money that I can make is the same.  
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 The Fulbright alumni network provides emotional support, including regular events 
where Fulbright scholars can network and can collaborate with each other. These events also 
provide the opportunity to showcase scholars’ contributions to society and the world. These 
events also encouraged others to think and achieve ideas for their career success as well for the 
greater good. Industry-university linkages are not developed to a viable level in Pakistan relative 
to the U.S. Funds are very limited and highly competitive with some bureaucratic controls. So, 
some participants started building contacts in the industry to obtain industry projects and keep 
themselves busy by solving local problems and engaging their students in those experiential 
learning experiences. To cope up with repatriation discomforts, and utilize their new human 
capital, two of them also shared starting entrepreneurial ventures.   
I want to create opportunities for people here in Pakistan. I have a plan to do a startup and 
to help people grow here. If I am concerned for my personal growth, I have taken a job 
that are offered from Apple or any other company. I also want a consultancy and 
outsourcing firm where we can also do projects for U.S. based firms and I can also serve 
local firms. For that I may need an investor who can seed fund to my project. From that 
point, I can form my firm and hire more people. (Amjad) 
This theme captured different strategies repatriates employed over time to adjust to new 
work routines and work culture. Their responses synthesized that it took some time to make this 
transition. They also shared future plans to broaden their work scope by initiating collaborations 
with industry and other local colleagues for consulting, training and solution development. This 
extended scope of their work may give them meaning of work. As their research work started, 
they started adjusting to the new work culture. Their expatriation experiences helped them 
significantly as they worked to maintain the identity of a well-rounded researcher who can 
produce innovative work.  
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Summary of “readjusting their mental models to cope up and thrive”. All the 
repatriates faced difficulty in adjusting back to work and life. Due to their U.S. exposure, they 
had many expectations, how they would be facilitated and how they would play an effective role 
with their new competencies. Their personal and professional identities transformed 
significantly, and they became more confident and better contributor. Their way of thinking from 
philosophy of life to work values have changed, which also helped them adjust and continue 
their passion. By utilizing quite similar coping strategies in their respective work environments, 
participants reported that they are now well adjusted to their work environments after re-adapting 
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Chapter Six 
 Conclusions, Discussion and Implications  
This study was planned to describe the experiences of Pakistani citizens upon their 
repatriation to Pakistan after spending extended periods of time outside their home country. For 
this study, I looked at the re-entry experiences of repatriates who repatriated to Pakistan after 
completing their PhDs in the U.S. I noted that these repatriates also went through repatriation 
challenges, like corporate expatriates. Most of the research on this important aspect of global 
mobility has been conducted on corporations and mainly on their expatriation processes. There is 
a significant need to explore these global mobility phenomena from the perspective of 
developing countries where the repatriation process is also overlooked. So, findings of this study 
are adding to existing body of research and help repatriates and other stakeholders of this 
phenomenon. 
Repatriates as well as their employer institutions are not ready for these transitions, and 
repatriates face many challenges that can be managed with HRD interventions and organizational 
support. The existing body of knowledge on repatriation adjustment of diverse groups in the 
global mobility landscape helped me frame this study. I used career ecosystem theory and the 
repatriation adjustment framework to guide the study of how highly trained Pakistani 
professionals navigate their repatriation and their careers in their employer universities in 
Pakistan.  
This basic qualitative research (Merriam, 2009) captured the post-return adjustment 
experiences of 12 Pakistani Ph.D. recipients in engineering disciplines who expatriated to the 
U.S. for higher education and then repatriated to Pakistan. All research participants shared their 
adjustment experiences upon their return and explained why and how they faced most of those 
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transition challenges. Their stories presented some positive experiences but mostly laid out 
challenges at work. All of them reported a lack of organizational support and had mostly similar 
transition experiences.   
Conclusions 
This research was conducted to answer one main question: What does the post-return 
experience look like for Pakistani citizens who completed doctoral degrees in engineering in the 
United States? Based upon the findings, conclusions are described according to the themes. 
These specific conclusions are followed by general conclusions. 
1. Ph.D. scholars were surprised by the U.S. education system. Participants’ expatriation 
experiences became the basis of their subsequent repatriation experiences. During their 
foreign stay, they not only gained high quality higher education, but they also 
experienced a better life. These life and academic experiences set their expectations for 
future professional roles.  
2. Reintegrating back to Pakistani Academic Environment was Quite a Challenge. Most of 
them experienced difficulties while readjusting to the local work culture and routine. 
They faced challenges adjusting to a biased evaluation system that solely rewards 
research rather than taking a balanced view of teaching and scholarship. Most faculty 
members faced challenges with the availability, quality, and readiness of students, 
especially graduate students. Participants also had difficulty managing experimental 
research with scarce resources, and collaboration with local colleagues was often 
unsuccessful due to divergent perspectives on managing a research project.  
3. Circumventing Administrative Challenges is the Only Choice. Participants reported that 
work life was full of surprises and challenges, including lack of resources, longer 
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processing time, less salary than expected, minimal organization support and lack of due 
recognition. Most of them appreciated changes in the external environment but criticized 
customer service experiences.  
4. Readjusting mental models to cope up and thrive. Repatriating Ph.D. recipients had gone 
through making psychological adjustments to current realities and how they can cope 
them up with their strengthened portfolio and personality.  After extended stays in the 
U.S., they started comparing their work environment with the U.S. academic experiences, 
which often caused feelings of depression as well as encouragement to remedy those 
deficiencies to implement those good experiences. Their way of thinking from 
philosophy to work values have changed, which helped them adjust and continue their 
passion. By utilizing quite similar coping strategies in their respective work 
environments, they report that they are now well adjusted to their work environments.  
Although all repatriates have their unique backgrounds and expatriation experiences, they 
all faced difficulties in their transitions. It took them six months to two years to settle into new 
work and life routines based upon their expectations, coping strategies, social networks, 
available support, and career plans. Their families also went through repatriation discomforts and 
readjusting with family increased their challenges and stress.  
Their expatriation experiences helped them to some extent during their adjustment as 
they used new knowledge and skills to adjust at work and start playing their role. Expatriation 
experiences also prepared them to form higher expectations from a less supportive higher 
education system that lacks resources, planning, and systemic structures. Most of them are highly 
motivated to contribute to society as well as grow their careers. Most of them showed strong 
community embeddedness with Pakistan where they shared strong links with their families, 
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friends, and overall culture. Missing Pakistani lifestyle was also a noteworthy factor that all 
repatriates shared for their stay in the U.S. So, keeping same lifestyle became their priority, 
where they can enjoy better socioeconomic status relative to most other people.   
All repatriates showed concern for their careers and skill utilization. They wanted to 
utilize their potential, be well rewarded intrinsically and extrinsically, and to continue the pace of 
their productivity to achieve meaningful work. They are bound to serve in their employer 
university for five years, but most of them are committed to continue with their current employer 
university. Two of them are ready to leave the organization for better research opportunities 
within or outside the country. Almost all of them are considering additional postdoc training 
within five years as time constraints and compatibility with their research agendas permit. 
Discussion 
This section discusses the key findings of this qualitative research with previous research 
studies mainly conducted on repatriation to emerging economies of Asia (Birur & Mutiah, 2013; 
Presbitero, 2013; Pritchard, 2011; James, 2018). Most of those neighboring countries has many 
similarities in national cultural values and national HRD landscape. It is synthesized in chapter 
two that literature on repatriation process and its outcomes like adjustment is quite fragmented. I 
am also presenting the discussion in light of theoretical framework of this study.  
All participants sent to the U.S. for highly specialized technical education in their area of 
interest to strengthen higher education ecosystem at home. Binding of sponsorship contracts, 
personal interest, and social ties in Pakistan pulled them to repatriate timely to Pakistan. As 
planned by this higher education initiative, Pakistan experienced brain gain and brain circulation 
for capacity building at home (Tung & Lazarova, 2006). The academic labor market of Pakistani 
higher education has strong values where cross-disciplinary, cross-organizational and cross-
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country movement is not that easy due to contract bindings and professional bodies’ regulations. 
Considering their human capital, they have the opportunities in other organizations locally as 
well as globally. Working in a global career ecosystem (Baruch, Altman & Tung, 2016) they 
know value of their human capital and career prospects and they had to find ways to move their 
scholarship forward with current circumstances by utilizing new skillset.      
Borrowing from my second theoretical lens of repatriation adjustment framework 
(Lazarova & Cerdin, 2007), findings of this study can be explained to a large extent with some 
additional dimensions to add. All repatriates expected organizational and social support in their 
re-entry adjustment and they found very low to moderate support. Most of them navigated their 
reintegration to their work settings and general life at their own. Two of them shared intention to 
leave but mostly they had to adjust themselves to their organization settings due to forced choice 
by legal binding. Most of them shared a commitment to play their role in teaching, research and 
development but there is still a need to continuously improve higher education and R&D system 
by engaging all key stakeholders. Otherwise career dynamics and changing academic labor 
market dynamics at national and global level become a pull factor to join other organizations 
(Baruch, 2015; Lazarova & Cerdin, 2007).     
Based on the empirical research on academic repatriates to Sri Lanka, James (2018) 
concluded that repatriation adjustment is an important issue for higher education employees. 
Repatriated employees also found less fit to their employer universities after good exposure in a 
foreign developed country. Findings of this study also confirmed that repatriation adjustment is a 
significant matter for returning PhDs who spent extensive time in the U.S. academic 
environments that is more developed and hold a benchmark for professional work values and 
scientific discoveries. Findings from theme 2: reintegrating back to Pakistani academic 
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environment was quite consistent with James (2018), where academic environments of 
universities were setting their identity and requires repatriating faculty members to be change 
agents in this transformation process. 
Pritchard (2011) found that returning graduates from the Western to the Eastern countries 
suffered from sociopolitical differences during their re-acculturation processes. Her qualitative 
study gathered data from returning graduates to Taiwan and Sri Lanka from the U.K. Both 
countries were Asian but quite diverse in national culture and overall infrastructure. Findings of 
my study are consistent with administrative challenges theme that compared broader 
environment and systems in place. Pakistani academic repatriates also went through initial 
discomforts due to inflation, disparity among physical infrastructures, health and basic facilities 
and they all managed to navigate those challenges with time. Most of them are doing well 
professionally and managed ongoing stress with new work values and routine.   
As explained by home country embeddedness (Tharenou & Caulfield, 2010), most Asian 
repatriates shared strong bonds with their family and social ties and reintegrate to home countries 
easily. Indian, Chinese, Sri Lankan, Veitnamese and Taiwanese repatriates with greater cultural 
distance from the developed host countries showed mixed positive expatriation experiences. 
These Asian repatriates were glad to repatriate and adjusted well to home countries (Ho, Seet, 
Jones & Hoang, 2017; Pritchard, 2013; Tharenou & Caulfield, 2010; Valk et al. 2013). Findings 
of this study are also adding evidence in this direction where most repatriates can extend their 
stay for career development, but they shared strong embeddedness and career motives to stay and 
work in Pakistan.     
Implications 
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The findings of this research have several implications for the field of HRD, repatriates 
and their organizations, and sponsoring and regulatory agencies. The study had few participants 
but yielded rich experiences of a major transition in their lives. The findings revealed that 
organizations as well as repatriates themselves are not prepared for the transition and subsequent 
adjustment. Repatriates and their employer organizations should recognize this complex process 
and perform the following HRD interventions to ensure better adjustment experiences for future 
repatriates:  
1. Onboarding Process. Like arrangements and policies for expatriation, there is a genuine 
need of an effective onboarding process for repatriation with similar emphases and 
concerns. It is equally important that the organization should not only makes the 
investment, but also facilitates and retains the investment. The onboarding process should 
have timely communication, swift employment processing, and administrative assistance. 
Then positive energies of these highly qualified repatriates can be channeled to benefit of 
their employer universities from very start.    
2. Training. There is a high need to prepare these repatriates for future roles, work culture, 
and organization policies. This process can be started early while repatriates are planning 
to return. Even though the repatriating individual is rejoining the organization after a long 
absence, one should be considered as a new employee and offered appropriate training 
and support. Briefings and cross-cultural training are good ways to prepare these 
transitioning individuals. Repatriating faculty members can be invited to plan and deliver 
training to share their research. This will also help in knowledge sharing and skill 
utilization. There is a need to offer repatriates an opportunity to showcase their research 
and share their work with others. A regular seminar series can help in this regard. 
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Streamlining good seed funding in the early career stages is a critical element. Different 
trainings need to be planned in areas including grant writing, project management, 
leadership, and stress management. 
3. Community of Practice and Nurturing Industry-University Linkages. With the availability 
of social media applications, building social media platforms is an excellent way to 
nurture a community of practice for people going through similar experiences. 
Participants reported fewer networking opportunities and mainly working in disciplinary 
silos. These communities not only bring together academics from Pakistan and around 
the world; it is also a good starting point to connect across other departments and with 
industry partners to bring real-life problems to academic fields and develop new funding 
sources. Pakistani universities are lacking in terms of building those linkages and 
securing projects from local and global organizations. So, these types of formal and 
informal networking and learning opportunities facilitate all stakeholders by sustainable 
platforms.   
4. Mentoring. Mentoring from senior faculty who have recent repatriation experience or had 
a Ph.D. from the country in which the repatriate studied is a good strategy. In this kind of 
one-to-one relationship, mentors can understand the repatriate’s needs and provide advice 
on potential challenges and strategies to cope with them. A mentor can help his/her 
mentee repatriate through socialization with other faculty members and offer orientation 
to the current system of grant seeking. It is important to select mentors who have an 
interest in this role and preferably higher education experience from the same country, 
Ph.D. recipients are repatriating from. Writing reflections based on current experiences 
and expectations can help repatriates to communicate challenges to their mentors. 
 
     
 112 
5. Career Management. Repatriates are young, career-oriented professionals who want to 
lead in research and utilize their potential. Timely placement, availability of resources, 
and a transparent accountability, promotion, and recognition system can satisfy and 
engage those repatriated faculty. It is equally important that Ph.D. recipients have a 
career plan when beginning the Ph.D. So that Ph.D. recipients have a clear direction to 
move forward.       
Limitations 
 The key limitation of this study is its methodological grounding in qualitative methods 
where interviews were conducted with 12 participants. So, this study is limited to share a story 
from a very specific group who experienced quite similar conditions. This mass expatriation and 
repatriation is a new phenomenon for Pakistani higher education, research and development, 
where Ph.D. recipients repatriated from many developed and emerging economies of the world 
after academic and research exposure. There is a need to study this emerging phenomenon from 
different perspectives from individual, organization and policy level. New studies can also be 
planned to analyze repatriation experiences of Ph.D. recipients repatriated from other countries 
who joined higher education in similar time frame.    
 Sample frame of this research study made a quite homogeneous pool of informants who 
joined back similar public sector universities in engineering disciplines. They all shared variety 
of adjustment experiences depending upon time of their repatriation, their area of research, and 
strategic direction of their respective universities. Another dimension of research emerges, how 
individual career goals are aligned with current goals and circumstances of their respective 
employer university? All repatriated faculty members received quite similar compensation 
 
     
 113 
packages with 20-30% difference and staying in their own family home and a strong bond with 
their family also added a spillover effect on their adjustment experiences.    
 I contacted most participants before initiating my data collection and found their interest 
in interviews. I was quite hopeful that with initial contacts and building, rapport, I can easily 
manage all interviews timely. For most participants, it proved to be quite challenging to set an 
appointment and meeting on set time. For one fourth appointments, interviewees could not show 
up and we need to reschedule interviews. Four participants suggested to combine both interviews 
in one sitting to avoid doing it in two episodes. I managed interviews that way as those 
participants shared their busy early career schedules and struggling with routine. It took more 
time than planned time of data collection. So, interview process prolonged to four and half 
months. Approximately 20-25% repatriates are females but with all efforts, I managed to include 
only one female repatriate. Two female PhDs agreed to participate in research but later declined 
to be interviewed. So, this research tried to bring forward most of their unique experiences with 
one informant.  
 I made a deliberate choice to interview them in English rather than pursuing conversation 
in national language of Urdu. As expected, interviews went smoothly, and they had to switch to 
English. I tried to have a 2-5 minutes general talk to get the flow of conversation. At some 
instances, I felt that they can share a part of their answer better in Urdu. For 5-6 times, different 
participants included Urdu phrases or terms to emphasize their experience.   
Being a qualitative research, this study has possibility of researcher’s bias and credibility 
of findings. These limitations have been addressed by employing different strategies like 
member checking, thick description, and presenting researcher’s positionality (Creswell, 2014; 
Miles, Huberman & Saldana, 2014). I explained my position as a researcher and my experiences 
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with this repatriation phenomenon as well as with participants. I added interview protocol to 
maintain a focus in interviews. I also presented detailed description of participants, their work 
settings, description of higher education landscape and their U.S. universities from where they 
transitioned to Pakistan. Another rater helped me in data analysis process and helped me review 
my findings. All these strategies play a vital role in credibility of findings.  
Future Research 
This research identified four key areas of repatriation adjustment in this context. These 
key areas or themes offered a collective understanding of repatriation experiences. Further 
research can be conducted on other populations, like repatriation of self-initiated expatriates, 
repatriation of Pakistani citizens expatriated on corporate assignments, repatriation after less than 
a year, or repatriation after more than ten years. This is a basic qualitative research, largely based 
on interviews of repatriates. Using phenomenology or case study approach while adding more 
voices such as repatriates’ supervisors, colleagues, students, and family can offer more insights 
into this complex phenomenon. This study can be conducted in other developing and emerging 
economies to conduct multiple case studies and to investigate repatriations experiences of 
citizens of other countries. Such research will greatly contribute to the literature and our 
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Appendix A 
Get to Know Interview Questions 
1. How did you build your interest in current area of your PhD? Share your academic 
journey starting from high school experiences. 
2. How did you plan for Ph.D. in engineering disciplines from the U.S.? 
3. What was your life, study, and work expectations from the U.S.? 
4. How was your overall experience living and studying in the U.S.? 
5. Kindly describe the challenges you experience while adjusting to U.S. culture and 
academic environment. 
6. What did you miss most about the Pakistan during your whole stay in the U.S.? 
7. Upon return to Pakistan, what changes you notice in yourself? 
8. What are the changes you find in Pakistan after your stay in the U.S.? 
9. What was your expectations from your family, friends, work, and overall environment of 
Pakistan? 














Interviewer [after making sure that the interviewee can be interviewed at this pre-arranged time]: 
Thanks for your interest to participate in this research study. As you may know from our earlier 
communication, I am interested in knowing your experiences after return from U.S.  
First of all, do you have any questions before we begin? [Address any questions or concerns 
prior to beginning the interview] 
The following questions relate to your experiences following your return from the U.S to 
Pakistan after completion of your higher education. Please answer them to the best of your 
ability and as thoroughly as possible. 
If you have any questions or concerns at any time during the interview, please don’t hesitate to 
let me know. 
[Begin the interview] 
1. Share your living and academic experiences of the U.S.  
2. How different did you find things in Pakistan after your return? 
Did you find any difficulty adjusting back to local routines? 
3. How were you treated by your family, friends, and community?  
Did you find any support from them while settling back to routine at home? 
  Was this support helpful in adjusting back? 
4. Share how did you adjust at current workplace? 
How have you been treated by co-workers, supervisors, and 
executives/administrators?  
What was the most important activity that your employer organization did to ease 
your transition? 
5. What should your organization do to support you during your transition to work and 
life?   
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6. Before starting your return, did you find any support from your organization? 
If yes, how helpful it is for your adjustment? 
If not, what were your expectations for support activities? 
7. Did you see any programs intact that government or your employer institute offered to 
support your repatriation? 
  How did it help you in smooth transition to your life and career? 
   
8. What are the advantages, your U.S. education earned you for your career and growth? 
9. What are the challenges, you faced upon return to Pakistan? 
Share any cultural challenges, social challenges, academic challenges and 
financial challenges.   
10. What are some of challenges you faced at workplace that affected your performance? 
How did you cope with these challenges?  
11. Did you consider staying in United States for better career and research opportunities?  
If yes, what are your motives and for how long did you plan? 
12. Did you consider any other country for better career and research opportunities?  
  If yes, which country and what were the reason for that specific choice?  
13. Will you consider leaving Pakistan for some better prospects elsewhere?  
If yes, what causes you to leave your job/country? 
How will you manage any legal binding of your PhD sponsoring institute?  
This is a semi structured interview, where I anticipate asking these questions. Other question will 
also evolve as conversation unfolds. I also added probing questions to few questions for further 











Dear Dr. Ahmad, 
Greetings 
My name is Hasan Tahir and I am a Ph.D. candidate at University of Illinois at Urbana 
Champaign (UIUC). I am writing this email to request you to participate in my research on 
repatriation adjustment experiences of Engineering Ph.D. recipients returning to Pakistan from 
the United States. You are one of the potential participants whose experiences can offer insights 
about this important transition of your life. With the support of Responsible Project investigator, 
Professor K. Peter Kuchinke, I am conducting this research to understand different aspects of 
your experiences upon return to Pakistan after completing the doctorate for the U.S. The 
following information will help you decide to participate in this research. 
I shall initially contact you to seek your consent. I shall schedule a time for initial conversation 
over video conferencing tool of Zoom. I shall introduce the study, inform you about your role 
and data collection process, and ask your decision of confirmation or refusal to further 
participate in this research. If you consented to participate, interview time will be scheduled for 
45-75 minutes via video conference. The interviews will be audio recorded. I shall conduct these 
interviews from start of Mid-April to End-May of 2018.   
If you have any questions about this research, either before participating or during your 
participation, please clarify. Your identity will be kept confidential and your name will not be 
used in any result. Pseudonyms will be used in any written or verbal presentation of your 
information. You are free to withdraw from this research at any time and you can refuse to 
answer any questions if you do not want to answer. You will receive a copy of these results, once 
the project is completed.  
If you have any questions about this research project, please contact me at 217-819-9871 or by 





University of Illinois at Urbana Champaign 
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Appendix D 
Contact Summary Form 
 
Date:  Researcher:  







Event: First Interview Genre: Biographic Information  
    














Were you aware of any thoughts, insights, new knowledge, or directions to explore triggered 
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Code  Definition Example(s) from Text 
Theme 1: Ph.D. Scholars were Surprised by the U.S. Education System 
Category: Inspiration for Higher Education in the U.S. 




Attraction towards the U.S. 
higher education system 
for their Ph.D. due to its 
research impact and 
technological 
advancement.  
When I joined [the university], Ph.D. was a 
requirement to get promoted. At that time, a 





Any comparison made 
with any previous graduate 
level education experience. 
I studies in U.K. where I had masters. 




Any reference to 
fellowship. 
I got opportunity from the Fulbright and 
process went well to get admission to PhD. 
Social and job 
role demand. 
Any reference to the U.S. 
as a Ph.D. choice in 
context of social and job 
role demands.  
When I joined [the university], Ph.D. was a 
requirement to get promoted. At that time, a 





Topics mentioning any 
benefits gained with Ph.D. 
from the U.S.  
The U.S. brand for higher education in 
engineering has great impact. Education 
from the U.S. earned me respect and 
recognition here. 




Instances covering any 
positive experiences with 
professors for the U.S.  
I was taking some best courses from some 
of the best professors. 
 




load for better 
preparation 
All topics covering 
relatively higher course 
load that may offer breadth 
and depth. 
I learned the importance of basically 
coursework in a graduate degree. When I 
took some courses in my master's and PhD 
program and that changed my idea on this 
perspective because I believe you need to 
have a command on multiple areas when 
you are doing research because you look at 
a problem in multiple perspectives. 
Cross disciplinary 
research 
All events reporting variety 
of research process and 
outcomes. 




Any instance where 
appreciation of lab 
facilities and infrastructure 
mentioned. 
Labs were great and to order any materials, 
it hardly takes 2-3 days and research went 
so smoothly.  




Process of enacting 
professional values. 
My advisor advised me that you should not 
be a narrow-minded person. This was a 




All co-curricular activities 
except core teaching and 
research for developing 
skills. 
My advisor introduced me to people 
working in different areas. He also 
leveraged me to do other things outside the 
lab. I was part of American society of 
engineering education. I was president and 
then vice president 
Benchmark the 
U.S. faculty for 
their own teaching 
Any inspiration or 
motivation from their U.S. 
advisor and other faculty 
members for their own 
teaching in Pakistan. 
When I taught my 1st class, I relate back to 
my experience. I wanted to be like them, 
my professors in the U.S. They knew so 
much of their field.  
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Category: challenging but rewarding routine 
Initial challenges 
due to a different 
academic system 
All events reporting 
difficulties in adjusting to 
the U.S. Ph.D. studies.  
I spent six to eight months to cope with 
mathematical knowledge of engineering. 
First six months was quite tough and with 




All reported instances 
when a challenging work 
routine is mentioned. 
Most of the students take weekends off and 
have summer vacations. We don’t have any 
weekends. I have to ask my supervisor if I 
need a weekend off.  
Difficulty 
managing time 
with family  
Any occurrence, 
participant reported a 
difficult time managing 
work life balance. 
When my family arrives, it is difficult to 
manage time with family. Sometimes, I left 
for lab when my son was sleeping and 
when I came back he went to sleep again.  





Any instance of capacity 
building for their teaching 
roles.  
As a whole, it was a really good package. 
Like academically I learnt how to do 
research to get multiple ideas from different 
fields and at the same time in terms of my 
teaching that help me how do you know 
how to write a coursework or how to write 




Any topic covering their 
interactions with people of 
other nationalities. 
I interacted with people from different 
nationalities. The best thing is that we 
respect each other, we respect each other’s 
culture.  
Work in the 
commercial 
organizations 
Any reference to work 
experience during the U.S. 
academic experience.  
I did two internships one in Texas 
Instrument and [other in] Apple, I made 
several contacts over there, I got chance to 
learn a lot from those big corporations. So 
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that helped me brighten my professional 
and technical skills. 
Category: Exciting life beyond university  
Good lifestyle in 
graduate studies 
Topics covering lifestyle 
experiences of individuals. 
Stipend was very good. With that stipend, I 
easily able to bear my expenses and all the 
things. 
Social life in 
campus and 
beyond 
Any reference to social and 
living experiences. 
There are many programs and organizations 
where you can cope up. We were the first 
Pakistani students in that university, we 
conducted Pakistan day event there, cultural 
show over there and we also participated in 
some international students’ nights. 





Any reference to reporting 
negligible pre-repatriation 
preparation activities. 
As for as Pakistani government, university 
and any organization is concerned, there is 




at the U.S. 
university 
Any topic mentioning any 
re-entry preparation to 
adjust back in home 
culture.  
There was no event planned at my U.S. 





Reference to any 
development opportunity 
by any stakeholder for 
their preparation. 
Fulbright arranged a re-entry seminar. 
When a person is about to graduate, during 
the last semester, they have to attend a re-
entry seminar. That will prepare you for a 
reverse cultural shock. How to adjust back 
in Pakistan.  
Individual 
preparations for 
Any activity reporting any 
preparation at individual’s 
end. 
I didn’t think so to prepare myself. I was 
relieved that I completed my mission.  
 




Theme 2: Reintegrating Back to Pakistani Academic Environment was Quite a 
Challenge 




Any reference where 
research productivity 
supersedes all other higher 
education demands.  
In fact, there is no smoothness at all. In the 
sense that you are totally judged based on 
your research and 60 to 80 percent of your 
time is spent on a teaching. 
Undermining 
teaching role in 
the university 
Any reference where 
teaching role went to 
background and not 
emphasized in a relative 
sense. 
If you're getting like more than 90 percent 
on your teaching feedback, but you are not 
able to complete enough papers, and you 
can be expelled, and your contract can’t be 
renewed. Vice versa if you're publishing 
enough papers but not good at teaching, 
you're fine. But the point is that the duties 
given to me are heavily teaching based and 
my evaluation is heavily research based. So 
far like I am struggling. 
Philosophy of 
teaching job 
Any topic presenting their 
view on their job roles and 
higher education 
ecosystem. 
I think doing PhD is not about being a 
researcher, it is to improve your teaching 
skills. Basically, you have to become a 
facilitator, but we are running on the wrong 
side over here.  





Reference to any strategy 
sharing an unbalanced 
work structure. 
Earlier, they were not even looking at how 
many papers you are writing in a year. In 
last four years period or whatever so, that 
thing is changed but the problem is the 
research. So far, I would say that as 
compared to the U.S. the thing that I'm 
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facing the big difficulty is the research 
interests like here they are mainly focused 




All topics covering 
successful research 
endeavors in all their 
circumstances. 
I published a paper, where I got some work 
done in Australia. I had to send some of my 
work to Turkey for some advanced work. 
Without those collaborations and 
assistance, publishing your work in very 
good journals would be a challenge. We are 
still managing it, but it takes more time for 
experimental researchers like me, as I have 
to conduct a lot of experiments. 
Paradigm shift in 
academic research 
Any topic emphasizing 
change in academic culture 
towards research. 
If I am thinking earlier like when I left 
Pakistan, people were not doing that much 
research and too many faculty members 
with PhD degrees. At that time, the main 
part was teaching at least in my department. 
But now teaching and research both are 
equal. Probably the research is heavily 
based by 70%. 





Topics covering any extra 
work that hinders their 
core teaching and research 
pursuits.  
Besides teaching seven credit hours, they 
added me to 8-10 committees and then at 
the end of year, they gave me a Performa 
where my evaluation is based on research. 
Research is a full-time job itself.   
Higher 
expectations with 
lack of planning 
Reference to all activities 
binding participants to put 
extra effort. 
They expect faculty to work from 8 AM to 
8 PM but you will not get the reward in 
return. When you see lack of conditions, so 
you think, why should I work? If I am a 
PhD, I have a lot of opportunities. If you 
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are on a one certain point, they are pushing 




Any discrepancy between 
expectations and matched 
resources to execute those 
plans. 
There are no labs, equipment, funding, but 
institutions are expecting that you will be 
producing same class work that you 
produced over there in PhD. That’s a big 
barrier. You didn’t get funding.  
Category: Low numbers of qualified graduate students. 
Poor supply chain 
of graduate 
students 
Topics covering any issues 
relating to recruitment and 
management of graduate 
students. 
We don’t have many M.S. and Ph.D. 
students. We are lacking them. There are 30 
Ph.D. faculty members and only 3-4 faculty 
members with 1-2 Ph.D. students. Even 
M.S. students are limited. Only two streams 
are running for M.S. degree. [So] the 
research is stagnant.  
Lack of clear 
systems in place 
Reference to any lack of 
system helping students 
timely graduate with 
effective academic 
experience. 
I am teaching PhD and M.S. students, there 
is huge difference. We don’t even have a 
graduate committee and complete process 
over here. Students are wandering here and 
there, and they are on scholarship. No one 
knows what they are doing?  




Any instance referring 
divergent way of 
conducting and publishing 
research. 
But academically, going from quality to 
quantity for research, I am struggling to 
find people with whom, I can start working 




Reference to any challenge 
while working in a local 
collaboration. 
Still people are not open to collaborate. 
This is something I really felt a lot. The 
way I worked in the U.S., a lot of 
collaborative work. Outside my PhD, there 
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were many collaborations with other 
institutes and other people, faculty 
members. I don’t know why people are not 
open to collaboration. 
Theme 3: Circumventing Administrative Challenges is Only Choice 
Category: Resuming routine in a slightly changed society 
Difficulty to find 
reasonable 
Accommodation 
Any challenge finding  It’s really difficult to find good 
accommodation near university area. Right 
now, I am living really far from the 
university and it takes one hour each side to 
come to university. So, in summary, you 
need to be really patient. I am here from 
over a year and it took me 6 months to a 




Any reference to the 
hindrances because of 
availability of resources.  
I would say that resources are also an issue 
I am interested in writing a grant. To write 
some overseas grant where I can get enough 
funding that I can hire some experts in 
programming who can write some program, 
so I really am really interested in 
developing a webpage. The problem is like 
you know it require good enough funding 
and that's what I don't have now and also. 
It’s really hard to get such funding in here. 




Any instance of poor 
communication and 
planning that confuse 
participants. 
It’s kind of ambiguous because you are told 
that you should be using technology in your 
classrooms as the classrooms are lacking 
any facilities. 
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Lack of academic 
support for new 
initiatives 
Topics covering support 
for new initiatives. 
This is something really new here in 
Pakistan. It’s not easy to convince these 
people because they are not seeing the 
impact of that technology based teaching. 
So, the harder issue is how to convince 
them that this is real math how we should 
teach our students. To teach the students for 
the future not for the past because my idea 
is in order to teach them for the future you 
need to teach them math and engineering 
with technology.  




All topics covering unmet 
expectations regarding 
their salary relative to their 
human capital. 
I had higher pay expectations. I asked them 
[institute] to revise my pay with my profile. 
I also completed my Ph.D. early, saved a lot 
of money and published a lot already.  
Long wait time to 
start reasonable 
salary 
Any instance, where 
participant reported 
delayed processing of 
salary. 
Because of the limited resources and then to 
start getting the good salary package, you 
have to wait for that as well. 
Expectations 
about support and 
compensation  
All instance where 
participants need support 
for research and due 
compensation. 
I should get a good salary package, when 
I'll come back and join my parent 
institution. So, this was the biggest 
expectations. They should also facilitate me 
when I'll submit any research proposal to 
some funding agency or I'll start a decent 
project. 
Category: Lack of support mechanism for returning PhDs 
Consistency 
among training 
Reference to any support 
or development. 
When I joined back last year in May. So we 
were sent for a 6 week training session 
here, where there were different faculty 
 




opportunity for their 
smooth adjustment. 
members coming from different 
departments and they were training us, how 
does system works in this university How 
to teach different courses, how do we use 
technology in our teaching, so that was the 
good experience but then we have the 
problem, that is more kind of book stuff. 
Most of which is not implemented in the 
real life or in the real field. 
Timely resource 
availability 
Any instance of delays 
from any organization 
level. 
Verbally you are welcomed but gestures are 
fine, but actions are different. I didn’t get 
office space for months and then get shared 
space.  
Support services 
from the sponsor 
organization 
Any reference to the 
efforts of sponsoring 
organizations in their 
support. 
Support mechanism of the Fulbright is so 
good, and everything is on time, they just 
told us after doing the job. They take care 
of most of our needs. 
Theme 4: Readjusting Their Mental Models to Cope up and Thrive 




Any reference to the U.S. 
academic experience 
relative to ongoing 
experiences in this U.S.   
In U.S. they are stressing more on the 
quality of the paper and I would say your 
evaluation is really based on how good your 
paper is rather than how many papers you 
have? Switching from that area to this. 
That’s where I am having really struggle so 
far. 
Comparing values 
of daily conduct 
Topics comparing values 
of both national cultures 
and how people live by 
those values. 
On average, Moral values of the U.S. 
higher than Pakistan. That’s the main thing, 
you have to adjust to. 
 






Any reference to U.S. in 
terms of timely availability 
of resources.  
When I joined an emerging campus, there 
was no chair for me. It reminded me good 
memories of my lab. When I joined there, 
they arranged my office space, my 
computer and supplies in couple of days. 
They have resources.  
Making 
comparison with 
the U.S. research 
culture 
Topics surrounding a 
comparison of research 
cultures of both countries. 
As compared to the U.S., the thing that I'm 
facing the big difficulty is the research 
interests like for example here they are 
mainly focused on writing number of 
papers. I would say the quantity rather than 
the quality 
Category: Positive change in work values. 
Adopting new 
work values 
Reference to any effort to 
adopt new values. 





Topics discussing their 
efforts to reaffirm any 
existing values. 
First thing that strengthened in me was 
patriotism. If they are so loyal to their 
country than why shouldn’t I? I already 
know these values but when I see them in 





experienced due to new 
professional values learnt 
from expatriation 
experiences. 
I became very punctual with time. If there 
is a 9’0 clock meeting, it means 9’0 clock. 
My first meeting, when I landed back was 
with some senior faculty member. They 
gave me time of 3’0 clock and nobody was 
there. I waited and waited, when he comes, 
he mentioned that he was not sure if it is 
330. He told me other people are coming 
and we started at 4’0 clock. Eventually 
meeting started at 430. (Rohail) 
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Category: Low to moderate utilization of skills 
Plan to initiate 
new pedagogies 
Reference to any plans 
utilizing their skills in 
professional practice. 
Utilizing those technology based teaching 
where students get instant feedback. That is 







All topics covering about 
basic resources that 
participants need for their 
scholarly pursuits. 
First of all, they [employers and HEC] 
should really know that these were the 
scholars sent abroad in order to basically 
learn something new and then to implement 
once they are back here. First and foremost, 
thing would be to make sure that whatever 
they are learning they have enough 
resources back in the universities so that 
they can start like trying those things. like 
I'm here for last one year and I don't have 
enough resources to implement what I 
learnt from U.S. 
Category: Numerous Coping strategies 
Handling negative 
comments 
Any activity to counter any 
negative comments passed 
by others at work and in 
social life. 
I always kept silent when people make 
comments that he didn’t get a PhD. He 
came back. It looks like he didn’t finish.  
Managing daily 
routine 
Any topic covering their 
routine work management.  
One thing I brought from the U.S. that was 
my habit of hard work...This habit kept me 
going for longer than I can think of. Time 
starts to move faster when you are busy 
Plan for career 
early 
Any topic concerning 
timely planning of career. 
I pick an area [Deep Learning], so, I can 
continue even I go back… You need to give 
time to yourself, to give yourself an idea to 
get used to it…... One thing is very clear to 
me whether I am here or in [the] U.S. 
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Any expression of interest 
to initiate new venture or 
engaging others in a cause. 
I have a plan to do a startup and to help 
people grow here. If I am concerned for my 
personal growth, I have taken a job that are 
offered from Apple or any other company. I 
also want a consultancy and outsourcing 
firm where we can also do projects for U.S. 
based firms and I can also serve local firms. 
 
 
 
 
